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CHAPTER I 
INTRODUCTION 
I think the authors of that notable instrument (the 
Declaration of Independence} intended to include all 
men, but they did not intend to declare all men equal 
in all respects. They did not mean to say all were 
equal in color, size, intellect, moral development, 
or social capacity. They defined with tolerable dis-
tinctness in what respects they did consider all men 
created equal--equal with "certain inalienable rights, 
among which are life, liberty, and the pursuit of 
happiness." This they said, and this they meant. 
Abraham Lincoln 
The above quotation from a speech at Springfield, Illinois, 
27, 1857, closely parallels the underlying theme of this 
issertation that superintendents are not interchangeable parts. 
hat is, they bring with them certain strengths, weaknesses, and 
nterests. As a result these personal variables ought to be 
onsidered with respect to the demands a particular job situa-
ion will present. In Educational Organization and Administra-
Johns, and Reller describe "A Mosaic of Social 
orlds:" 
The simplicity of the structure of the former town with 
its "other side of the tracks" is in marked contrast to 
the metropolitan area. It 1s described as "heterogen-
eous, constantly changing, fragmented:" "arranged spat-
ially in an often confused and seemingly incompatible 
pattern;• "numerous neighborhoods and suburb.an group-
ings of varying social, ethnic and economic character-
istics scattered throughout the metropolitan complex." 
"The luxury apartment casts its shadow on the tenement 
houses of workers. The Negro ghetto is ringed by a 
1 
,, 
p 
wall of wh1 te ne1g})borhood.s. The industrial sub~rb lies 
adjacent to the village enclave·of the wealthy." 
The implication drawn from the above description ls that 
such variable job situations will present equally varL1ble job 
urgencies. This study was an examination of variable job 
situations and the men who occupy them, namely, public school 
superintendents. 
Purpose 
It is generally agreed that superintendents are not "inter-
2 
changeable parts." There appear to be wide ranges of differences 
between and among superintendents. There also appear to be wide 
ranges of needs and expecte.tions in the job settings in which 
superintendents find themselves. The differences between rural, 
urban, and suburban communities gre often extreme. So, too, do 
school districts differ markedly in resources, size of student 
population, and organization. In adrl i tion, variances in minor-
ity group enrollment, population stability, student activism, 
and other f9.ctors are much in evidence. 
It would appear that these varying situations might well 
require somewhat different skills, attributes, sensitivities, 
and trR1n1ng from the superintendents holding these somewhat 
divergent positions. 
lEdgar L. Morphet, Roe L. Johns, and Theodore L. Reller, 
Educational Organization and Administration, {2nd ed; New Jersey: 
Prentice-Hall, Inc., 1967}, p. 179. 
'i 
pt 
The purpose of this study was to 1dentif7 some specific 
variables with regard to job demands (urgencies), job interests 
(priorities), and strengths and weaknesses as perceived by 
superintendents working in various types of school communities. 
It was further intended to seek a relationship between the job 
demands as perceived by superintendents and their own personal 
job interests, strengths, and weaknesses. Finally, the study 
identified common urgencies, priorities, strengths, and weak-
nesses which existed among superintendents irrespective of the 
various types of school communities in which they worked. 
Definitions of the terms were as follows: 
Urgencies: The duties which the job situation demands be 
performed by the school superintendent. 
Priorities: The duties which the school superintendent 
would prefer to engage ir.. 
Strengths and Weaknesses: The degree to which a school 
superintendent perceives himself able to assume p::lrticular 
duties. 
In addition to the above objectives, this study examined 
the degree to which urgencies precluded superintendents from 
1engaging in priorities. 
Need For The Study 
3 
Contemporary superintendents and prospective superint·~ndents 
must be acutely aware that the demands of the superintendency 
L ________ ____ 
p 
are neither consistent nor constant. School districts interact 
with and are a part of a complex system of forces representing 
wealth, size, urbanization, social stratum, and others virtually 
too numerous to list. These forces seem to play a major role in 
4 
the determination of the urgencie~ of a particular superintenden-
cy. As a result, the urgencies of one superint<mdency are often 
quite different from those of another. If this is the case, 
several needs appear for making this study. 
Superintendents: Job Selection: Superintendents need to 
carefully assess their own strengths, weaknesses, and interests 
and select job situations EqJpropri9.te to that assessment. This 
could result in increasing the potential for success and job 
satisfaction. 
School Districts: Recruitment: Boards of Education need to 
identify the urgencies required in their respective districts 
and then choose men accordingly. 
f Universities: Training and Guidance: Universities need to 
be apprised of the general as well as specific duties and 
responsibilities of the superintendency. It is by means of 
such awareness that they can refine their graduate training 
programs and guide men in selecting positions commensurate with 
their strengths, weaknesses, and interests. 
In summary, placing men in positions where the likelihood 
or success and satisfaction ls mA.Ximlzed is becoming an in-
creasingly critical challenge. It is a challenge which must be 
shared by superintendents, universities, and school boards 
alike. After a rather lengthy exposition of the typical admin-
istrative problems faced, ward G. Reeder wrote in 1941: 
Of course, no list of the functions of school adminis-
tration can be comclete, nor are the duties of one 
school administrator exactly like those of another. 2 
Hypotheses 
The following five null hypotheses were tested through 
employment of appropriate tests of s1gn1f icance and correlation. 
1. The superintendents' perceptions of urgencies (job 
demands) will not vary significantly according to school 
01str1ct type. 
2. rhe superintendents' perceptions of priorities (job 
interests) will not vary significRntly according to 
school district type. 
5 
J. The superintendents• perceptions of their strengths will 
not vary significantly according to school district type • 
. 
4. The superintendents' perceptions of their weaknesses will 
not vary significqntly ~ccording to school district type. 
5. The superintendents' perceptions of urgencies and prior-
1ties will not reveal any signific1nt disparities. 
~xaminqtion of the hypotheses revealed a focus on (1) the 
role of the superintendent, (2) the role preferences of the 
2ward G. Reeder, Public School Administration, (New York: 
rne Macmillan Company, 1941), p. 7. 
--~-.. --------------~--------------------
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superintendent, (J) the strengths of superintendents as perceived 
by them, (4) the weaknesses of superintendents as perceived by 
thern, and (5) whether a disparity exists between wh9.t a super-
intendent 1s called upon to do and what he would like to do. 
A full d1script1on of the methods employed ln this study 
including the instrument, sampling procedures, survey procedures, 
and the statistical analysis appesrs in Chqpter III. rhe 
conclusions and 1mpl1cat1ons resulting from this study appe~r in 
Chapter V. 
p 
CHAP'T~H II 
A REVIEW OF THE LITi:IBATUID!.: 
The Superintendency 
In many early schools the teacher planned the educational 
program, disciplined the students, instructed them, and 
evaluated their work. As the school grew larger, more 
than one teacher was required. The teacher with senior-
ity or some other mark of prestige came to be designated 
as the head teacher. Nork as head teacher or headmaster 
involved responsibility for the students, the other 
teachers, the instructional program, the te9.ch1ng mater-
ials and textbooks. The work of educational administra-
tion for such a he~d teacher came to consume all of his 
working time, so th~t he quit teaching in order to super-
vise and administrate. As he did so, he became a prototype 
of the school superintendent. Although the duties that 
came from his side of the family are most important for 
heads of attendance units, they are so related to the 
major business of schools that they are of pri~gry3concern to the chief administrator of the school district. 
with this brief description of the evolution of what is today 
referred to as the superintendency, Van Miller of the University 
of Illinois depicted a position increasing in complexity and 
demand. 
That the role of administration is indeed a broad, complex, 
and demanding one was made clear by Reeder: 
• • • makes the school budget and secures the revenue 
for financing the schools; sees that all school money 
is economically expended and accounted for; selects and 
3van Miller, The Public Administration of American School 
Systems, (New York: The Macmillan Company, 1965), p. 464. 
7 
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purchases school sites; plans, erects, and pays for 
school buildings and equips them; sees that the school 
plant is operated 3nd kept in an excellent state of 
repair; selects, trains in service, supervises and 
inspects the services of, maint9.ins the esprit de corps 
of, pays, and promotes teachers and all other employees; 
provides pupils and employees with supplies; furnishes 
textbooks; arranges for school-library service; assists 
in curriculum construction; provides health supervision 
and medical inspection; supervises extracurricular 
activities; takes, orgqnizes, and makes proper use of 
the school census; sees that the pupils attend school 
regularly; organizes an instructional program which 
will enable each pupil to progress at his own rate; 
measures and evaluates the accomplishments and eff ic-
iency of pupils, employees, and materials; provides 
pupil guidance; keeps the public i~formed of the aims, 
accomplishments, and needs of the schools; ke~ps school 
records and accounts; in brief 4 affords le3dership to 
the whole school organiz~tion. 
Grieder, Pierce, and Rosenstengel identified eight 
critical task areas which sre the direct responsibility of the 
school superintendent:5 
1. Instruction and Curriculum Development 
2. Pupil Personnel 
J. Community-School Le~dership 
4. Staff Personnel 
5. School Plant 
6. School Transportation 
7. Organization and Structure 
8. School Finance and Business Management 
4~ard G. Reeder, Public School Administration, (New York: 
The Macmillan Company, 1941), pp. 5-6. 
William Rosenstengel, 
The Ronald Press Company, 
Ill 2 
9 ·f 
Among the responsibilities of the superintendent, Morphet, 
Johns, and Reller cited the following which they considered 
the most important: 
1. To serve as chief executive officer of the board of 
education and thus to be responsible for all phases of 
the work; 
2. To provide leadership in the planning and evaluation of 
all phases of the instructional program; 
J. •ro select and recommend all personnel for .appointment 
and to guide the in-service growth of said personnel; 
4. To prepare the budget for submission to the board and 
to administer 1t after its adoption by the bosrd; 
5. To determine building needs and to administer building 
programs-construction, operation, and mainten~nce; 
6. ·ro serve as leader of the board, the staff, and the 
community in the improvement of the educational system. 6 
They went on to say that usually superintendents do not go 
into p~sitions in which they will be denied the opportunity to 
perform those duties which they feel i~coperly belong to the 
superintendency. In addition, they pointed out that a bogrd 
of education, in most instances, has a great ~eal of latitude 
in determining which ~uties will really be the responsibility 
of the man they employ.7 
Of critical importance is the superintendent's relationship 
with the board of education ~nd with the staff of the school 
6Edgar L. Morphet, Roe L. Johns, and Theodore L. Reller, 
Erluca. tional Organization and Adraini str3 ti on, (2nd ed; New Jersey: 
Prentice-Hall, Inc., 1967), p. 296. 
L ...... 7Ibid., pp. 295-296. 
I 
I 
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district as he strives to develop an educa.tional climate in which 
both groups can function effectively. 8 This is particularly 
inportant when consideration is given to how vital it is that 
both groups support and complement one another. 
As school districts have grown 1n size, the organization 
of these exp~nding districts has multiplied in complexity. 
Assistant superintenrlents; directors of a 13.rge number of 
special services such as research, guidance, health, and 
personnel; specialists in business management such as controller 
snd director of buildings and grounds; special supervisors; and 
a large staff of assistsnts, clerks, and stenographers are 
typical in larger distr1cts.9 Such increased complexity brings 
with it an increase in the demands placed upon the chief 
executive officer of these growing educational enterprises. 
In addition, Stanley ~. ~illiams of Long Beach State 
College pointed out the import~nce of the superintendent in 
est3.bl1shing a superintendent--central off1ce--pr1ncip:::i.l team. 10 
As the size '.:lnd complexity of the d.istrict grows, the super-
1ntendent relies and depends on a system of assist~nts, both 
8Dav1d B. Austin, Will French, and J. Dan Hull, American 
Hi~h School Administration, (3rd ed; New York: Holt, Rinehart, 
~nd Winston, 1962), pp. 118-119. 
9Leo M. Chamberlain and Leslie w. Kindred, The Teacher and 
School Organization, (Jrd ed; New Jersey: Prentice-Hall, Inc.), 
pp. 82-84. 
10stanley '"• williams, Educational Administration in Secondary I 
Schools, (New York: Holt, Rinehart, and winston, 1962i), pp. 54-55. 
staff and line, to carry out effectively ~nd efficiently the 
res~onsib111ties and duties of the district. The degree of 
success achieved 1s often dependent upon the degree to which 
the superintendent can mold a cohesive team unit. 
Hecent years have seen additional demands placed upon the 
11 
superintendency. For many men in that position, the new respon-
1 ::;1 bill ties have been an entirely foreign experience. Among these 
responsibilities ls professional negotiations. rhe upsurge of 
teacher mil1t3ncy and a quest by teachers for a greater voice in 
the decision making process have placed dem~nds upon superlnten-
dents to establish new and different employer--employee 
relatlons.11 rhe superintendent flnos himself pressured by 
teacher groups to assume a neutral, 1rupa.rt1al position 1n the ~ct-
ual negotiation process. On the other hand, boards of education 
often want him to represent them at the negot1stion tRble.12 
In 1963 the American Association of School Administrators 
1made the following statement in response to the dual role being 
lde~anded of many superintendents: 13 
. 
Today, the superintendent of schools occupies a complex 
and demanding position. He ls often torn between 
11,r. M. Stinnett, Jack H. Kleinmann, and Martha L. Ware• 
rofessional Ne ot1at1ons in Public Education, (New York: The 
.Mscmillan Comp!iny, 1966}, pp. 1-2. 
12 8 Ibid., pp. 101-10 • 
I l)"Roles, Responsibilities, Relationships of the ~chool IBoard, Superintendent, and Staff," (Washington, D.C.: American 
· ssoclation of School Administrators, National Education 
ssocisi.t on 1 6 
F 
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diverse alternatives, obligations, and responsibilities. 
Yet it seems clear that the professional superintendent 
has one allegiance that transcends all other com.mitments. 
Although he is a devoted member of his professional 
group and deeply concerned with the success of his 
associates, his allegiance to the learner supersedes all 
other loyalties. This commitment need not and should 
not place him in conflict with his collea3ues. Its very 
nature makes him seek assiduously and vogorously to 
rn-aintain environmental circumstances which his associates 
desire, need, and must have to work to best advantage. 
One of the major concerns of the superintendent always 
has been and always should be to help provide those 
conditions which enable teachers and all other st~ff 
members to achieve their professional goals. 
In addition, school districts have been in many instances 
the co10.muni ty forum for r<:i.cial and other social issues. They 
have frequently been the target for taxpayer back-lash pulling 
apart the financial and mor-al community support so essential to 
maintaining quality educational programs. ~illiams reported on 
the influence of the rapid growth of urban centers and the 
resultant problems of building facilities, developing educational 
programs for an unstable qnd mobile population, and the increased 
'
need for vocational and technical programs. Further, he referred 
to the impact of population growth, mass media, modern technology, 
and comm1mi ty pressure groups. ·rhese "forces 1n secondary school 
administration" are steadily compounding the job of the contem-
1 porary superintendent.14 
' I 
14stanley w. Williams, Educational Administration In 
Seconn~ry Schools, (New York: Holt, Rinehart, and Winston, 1964), 
pp. J-24. 
L.~~------------~--,~------------------------------....1 
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As if this were not enough, superintendents are now dis-
covering an upsurge in student militancy and unrest. 5eginning in 
the university and college ranks, the quest for a voice in the 
process of decision--making has now spread to the senior high 
school in many communities ~nd in some instances has dipped 
down into the pre-teen set. Coupled with increased alarm 
regarding wide-spread use of drugs among teens and pre-teens, 
the superintendent finds himself face to face with a problem 
and situation directly affecting the boys ~nd girls who are 
his sole re~son for professional existence and who are the b3sis 
for the entire educational enterprise. 
In the April, 1969, issue of Illinois Education, Rozanne 
~eissman of the National Education Association described the 
drug problem in reference to educators:l5 
When an addict has a phJsical dependence on a drug, he 
calls it the "monkey on ~Y back." Use of drugs of all 
types ha.s increased to epidemic proportions, according 
to the World Health Organization. Drug abuse in the 
United States, once primarily a ghetto problem, has 
hit the white suburbs where teen-':igers--and even some 
pre-teens--are experimenting with marijuana, glue, morn-
ing glory seeds, LSD, methe'1r1ne, and even the hard 
narcotic drugs such as heroin. As is the case with 
many social problems, this one is being thrown back to 
the schools to "do something." Now the •monkey" 1s 
being transferred onto the backs of educators partially--
and the burden 1s a big one. 
It would seem that the complexities of such a demanding and 
complex position as that of public school superintendent would 
15.aozanne Weissman, "Drugs and the Schools--Monkey on the 
Sacks of Educators," Illinois ~ducation, {Springfield: Illinois 
Education Association. April. 1969). p. 324. 
p 
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require men with the training, experience, and insight necessary 
to successfully shoulder such a multitude of responsibilities. 
The duties and responsibilities mentioned and described thus 
far have been very broad and very general. They in no way are 
intended to represent the specific functions performed by super-
intendents nor do they even represent broad areas in which all 
superintendents are engaged to the same degree. They do give a 
glimpse of the total spectrum of duties and responsibilities 
which the majority of superintendents find, at least partially, 
as their roles. 
The Superintendent 
There are a number of factors of a more personal nature 
which affect the superintendent. ~ach man brings to his posi-
tion a variety of skills which are a product of his training and 
experience. In addition, forces such as tenure, career line, 
selection procedures, and others should be prime considerations 
for men and women contempl~ting movement into the chief school 
officer's chair. 
Trainin~ and Prena.ration 
Colleges and universities offering training programs in 
public school administration usually h~ve some procedure for 
selecting and screening candidates who aspire to administrative 
positions. Aptitude tests such as the Miller Analogies and 
the Graduate Record Examination have been in common use. In 
p 
15 
addition, training institutions frequently attempted to support 
their decisions with the use of various standardized tests, 
interv'i.ews, observations, and field recommendations. 16 However, 
no single procedure seemed totally reliable in determining 
which people should continue in adm1n1strat1on. 17 Miller 
indicated the problem of prediction had been additionally 
complicated since the importance of personal! ty factors in 
achieving success had been introduced and accepted. It seemed 
the selection procedure was more reliable in determining who 
would successfully complete the training program than in 
~etermining who would be successful in an administrative 
pos1t1on. 18 This continued to be the case in spite of the fact 
' ~ multiple of factors hsd been exqmined and judged. 
Once accepted, students have generally become involved in a 
program including gener3l found~tion courses in the fields of 
~ducational psychology and the social foundations of education; 
~ourse work in curriculum, guidance, and measurement has also 
~een included. Some introductory courses in administration, fol-
lowed by in-depth courses in administration, organization, and 
16paul J. Misner, Frederick ~. Schneider, and Lowell G. 
Keith, Elementarl School Administration, (Columbus, Ohio: Charles 
~. Merrill, 196J , pp. 16-18. 
17 8 Ibid., pp. 17-1 • 
18van Miller, The Public Adm1nistr3.tion of American School 
SY 0'tems, (New York: The .Macmillan Company, 1965), pp. 526-527. 
p 
16 
supervision, have been common offerings and requirements. 19 
Administrative internships have taken a much more prominent 
role in the preparation of candidates. According to Grieder, 
Pierce and Rosenstengel internships jointly directed by selected 
school administrators and university professors have become quite 
common. Such arrangements provide field experiences with the 
major phases of administration and community leadership in 
education. 20 Historically, the small town superintendency was 
looked upon as the training ground of chief administrators. 
Unfortunately, this often resulted in inferior leadership for 
those communities. 
In his book Educational Administration In Secondary Schools, 
Williams wrote: 
Tomorrow's internship program will be designed to give 
the resident intern an understanding of the bona fide 
problems and tasks that must be attacked by the school 
administrator. Interns will be given an opportunity 
to study objectively the problems of the school or 
district to which they are assigned; to relate what 
they have learned in the are~s of theory and research 
to the situation at hand; to acquire skills in planning, 
organizing, administering, evaluating, and reporting in 
realistic situations; to have the experiences common to 
several administrative positions; and to evaluate their 
own progress through a series of periodic meetings with 
other interns, with the administrators of the cooperating 
school system to whom they are assigned, and with the 
professors of educational administration who are super-
l9van Miller, The Public Administration of American School 
S stems, (New York: .The Macmillan Company, 1965), pp. 530-531. 
20calvin Grieder, Truman Pierce, and William Rosenstengel, 
Public School Administration, (New York: The Ronald Press Company, 
1961), pp. 153-154. 
,....--
-----------------------------------------~~------~---..., 
vising their work. Such an experience will result in a 
longer period of administrative preparation and greatly 
intensify the emphasis pl~led on field study for trainees 
in school administration. 
personal Characteristics 
'rhere is no doubt that the personality of the principal 
plays a great part in his success. Personality ls 
difficult to define, but there is evidence in the 
present study that the factors of personality would 
include such traits as persistence and perseverence; 
••• articulateness, both oral and written; ••• 
considerateness; ••• thoroughness; ••• forcefulness; 
and alertness •••• There are other traits, of course, 
but those mentioned ~~and out in practically all of the 
selected principals. 
17. 
Elsbree and McNally identified several important charac-
teristics which a.ff ec t leadership. 'rhey cited: ( 1) persona.li ty, 
(2) purposes, (3) knowledge, and (4) leadership skills. 23 
Although extensive lists of desirable qualities are sometimes l 
given, it is generally agreed that "school ~dministrators 
cannot be expected to be parigons of all the human virtues." 24 
However, lt is vital that these men realize, recognize, and 
21~tanley W. Williams, Educational Administration 1n 
Secondary Schools, (New York: Holt, Rinehart, and Winston, 
1964), pp. 510-511. 
22James Houston, Jr., "A Study of Selected Elementary 
School Principals," (Unpublished Doctoral Dissertation, Teachers 
College, Columbia University, New York, 1951). 
2Jw1llard s. Elsbree and iia.rold J. McNally, Elementary School 
Ad:n1n1stration and Supervision, (2nd Ed., New York: American Book 
Company, 1959), pp. 64-67. 
24calvin Grieder, Truman Pierce, and William Rosenstengel, 
Public School Administration, (New York: The Ronald Press 
Company, 1961), p. 156. 
18 
understand that their l~adership responsibility extends much 
further than the confines of school business. They are in fact 
community leaders as well. Even with the many qualities so often 
discussed, men have experienced failure when they fell short in 
assuming their role as community leaders. 25 
~illiams also included the importance of being in sound 
physical and mental health, desire for continued professional 
growth, and ability to direct the business and financial 
activities of the d1str1ct. 26 Reeder added to this the ability 
to listen well, open-mindedness, friendliness, forcefulness of 
speech and action, and courtesy. 27 
rhe above section would seem to focus quite heavily on 
what is referred to as one of the two dimensions of leadership 
behavior "concern for people. 1128 Carver and Sergiovanni 
contended th9.t such concern and awareness was essential to the 
effective and efficient operation of an organization such as 
the educational enterprise. 
25Peter F. Drucker, "Decision--Making and the Effective 
Executive," The Bulletin of the National Association of Secon-
dar School Princi ls, pp. 27-28, May, 1968. 
26stanley w. ~illiams, Educational Administration in 
Secondar Schools, (New York: Holt, Rinehart, and Winston, 
190 , pp. J -J9. 
27ward G. Heeder, Public School Administration, (New York: 
The Macmillan Company, 1941), pp. 25-JO. 
2$p>red D. Carver and rho:nas J. Sergiovanni, Organizations 
and Human Behavior: Focus on Schools, (New York: McGraw--Hill 
Book Company, 19 9 , pp. 2 3-2 • 
p 
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certification 
-
while all states have lStws governing the certification of 
teachers, several states do not require superintendents to hold 
special administrative certificates. However, in most of these 
states steps have been taken or ere being taken to raise existing 
standards. 29 Through the American Associ~tion of School Ad~1n-
1strators (AASA) public school administrators have been taking 
steps to upgrade their profession. After January 1, 1964, active 
membership in AASA was limited to members who have completed 
two years of graduate study in university programs designed to 
I 
prep3re school administrators and approved by an accreditation I 
body endorsed by the ~xecutive Committee of AASA. The accredi-
ting body is the National Council for Accreditation of Teacher 
Education (NCATE).30 
Career Lines 
Van M1ller31 described the more trarU t1onal route to the 
school superintendency in the following manner: 
The individu~l prepares for a teaching position in elemen- ,. 
tary education, teRches and carries additional graduate 
work in preparing to supervise ele'!lentary educqtion or 
29calv1n Grieder, Truman Pierce, and will1am Rosenstengel, 
Public School Administration. (New York: The tlonald Press 
Company. 1961), pp. 139-140. 
30stanley w. Williams, Educational Administration in 
Secondary Schools, (New York: Holt, Rinehart. and Winston, 
1964), pp. 31-32. 
Jlvan Miller, The Public Administr~tion of American School 
.§ystems. (New York: The M~cmillan Company, 1965). pp. 535-541. 
. . 
to accept a position as an elementary school building 
principal. In such a position he carries additional work 
or gains a variety of experiences in special assignments 
as he seeks a desirable elementary school principalship 
that will serve as a challenging and satisfying career 
post for him. Or he may seek a central staff position 
appropriate to his interests 9.nd training and may eventu-
ally seek appointment as a school superintendent. He 
may well find any of several central staff positions to 
his liking as career posts. Or an individual prepa.res 
for a secondary school teaching position, teaches and 
takes additional course work, including courses prepar-
atory to serving in administrative positions, seeks a 
high school pr1nc1pelship, and then takes additional 
course work and gains ad:litional experience in seeking 
a pr1nc1palship that is challenging and satisfying. Or 
again, he may seek a central office position and eventu-
ally seek consideration for g superintendency. 
tilthough there have cert:t1nly been numerous exceptions to 
this pattern, the above ls the general route taken to the 
20 . 
superintendency. There are a wide variety of positions available 
both within the realm of the superintendency and more broadly 
speaking within the range of administration. Miller concluded 
that ''when considering a career in educational administration, 
one must determine what he wants to do and can do best."32 
Selection 
Perhaps the single most 1mport~nt act of a boqrd of 
educ9. tion is the selection and employ:nent of a superintendent. 
A judicious and prudent choice c~n reap 1mmeasureable rewGrds 
for the children of the co:nmunity as well ~s for the community 
32van Miller, The Public Administration of American School 
.§.¥stems, (New York: The Macmillan Company, 1965), p. 542. 
1tself .JJ 
This decision is such a crucial one tha.t the board of 
educ3tion should take several precautionary steps to reasonably 
insure that they employ the "right" man for the particular 
circumstances. The boqrd should assess the local school and 
co~munity situation in determining the role to be filled. rhey 
should have some expectations in terms of personal characteris-
tics, educational background, and experience which they will be 
21 
looking for in candidates. Often boards of education will secure 
the assistance of education professors, consulting firms, or 
other groups with expertise to assist in selecting the chief 
executive.34 
It is important to point out th~t wh~t a board of educ~tlon 
is essent1~lly doing is assessing the job demands of the position 
and then trying to obtain q person whose strengths, weaknesses, 
and interests are in concert with those demands. 
Tenure 
Most school superintendents do not achieve tenure in their 
positions except as teqchers. This is generally true for all 
administrative and supervis0ry posi t1ons. ·rha t is, school 
boards are generally free to replace their superintendent upon 
})Edgar L • .Morphet, Roe L. Johns, and 'rheodore L. Reller, 
~ducational Organization and Administration, (2nd ed; New Jersey: 
Prentice--Hall, Inc., 1967), p. 295. 
J4 
L 
Ibid., p. 295. 
·-------~ 
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expiration of his contract without hqv1ng to show cause except 
in cases where there exists qn interested and concerned constit-
uency. 
!n-service 
Although more and more men entering the superintendency 
are better prepared than in prior years, the question of main-
taining their high qualifications persists. Not only does it 
persist but it is compounded by the increased complexity of 
the job and the added demand which each year seems to bring. 
Recent years have seen greater emphasis on the practical 
application of the principles of administration through extensive 
use of workshops, clinics, and conferences. Colleges and univer-
sities, professional organizations, state departments of 
education, and other agencies have often m"ide considerable 
contribution in this regard.35 More recently private companies 
have also engaged in the sponsorship of such activities. 
Journals and publications h~ve also become a good source 
of information of current events and contemporary changes and 
significant occurances in the field. The volume of writing h~s 
become so great that ~racticioners must be rather discerning in 
their selections. 
Individual administrators have to plan their schedules 
35stanley w. Willisms, Educational Administration in 
Secondary Schools, (New York: Holt, Rinehart, and Winston, 
1964), pp. 511-313. 
·l 
I 
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so as to include adequate a.mounts of time for keeping abreast 
of professional developments. It ls not uncommon for superin-
tendents to consider opportunity for self-improvement when 
considering a position.36 
problems and Rewards 
Although many of the problems and perhaps some of the 
rewards have been alluded to up to this point, the following 
list proposed in Public School Administration)? will highlight 
a number of the more prominent ones which still apply: 
.Proble:ns. 
1. Maintenance of democracy in administration. 
2. Criticism from many directions. 
). Lack of a universally accepted definition of the 
superintendent's responsibilities. 
4. Loneliness of the position. 
5. Heavy work load. 
6. Tenure typically short. 
7. Professional advancement short. 
Rewards. 
1. Consciousness of playing a key role. 
2. Fostering the wholesome growth of boys and girls. 
36van Miller, The Public Administration of American School 
Systems, (New York: The Macmillan Company, 1965), pp. 541-542. 
37calvln Grleder, Truman Pierce, and William Hosenstengel, 
Public School Administration, (New York: The Ronald Press 
Company, 1961), pp. 15B-161. 
i 
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J. Study and reflection encouraged. 
4. Favorable social status. 
5. Broad social contacts. 
6. Personal welfare improving. 
tlhe ther the rew3rds justify the challenge and pressure 
1s a question only individual superintendents can answer. 
Dissertations Heviewed 1957-1969 
rhe Doctoral Dissertations for the past twelve years were 
reviewed and although no identical work was found, there h9.Ve 
been some studies simil?.r in part to the dissertation presented 
here. During this period of time studies h3Ve been written 
regarding the general duties of the school superintendent. 
Jerry38 studied the duties performed by superint"';1dents and 
placed them in rank order in terms of time spent. His study 
determined that the size of the district had a be8.ring on the 
24 
duties performed by the superintendent. He also studied and CTade 
a comparison of what boards of education felt their chief 
executive's duties should be. A study by Mason39 in 1963 found 
that there exist several technical types in management. It was 
38aobert H. Jerry, "The Duties of a Superintendent and the 
Alloc~1 ti on of Professional Tirne by Public School Superintendents 
in Indiana," (Unpublished Doctoral Dissertation, Indiana 
University, 196J). 
., 
j 
I 
I 
L ____ ~J 
39Austin M. Mason, "Technical Management Behavior of School 
superintendents," (Unpublished Doctoral Dissertation, U.C.L.A., 
Los Angeles, 196)). 
also determined that interest and competency did not seem to 
affect job acceptance but that certain situational factors such 
38 district enrollment and median f~mily income did have a bear-
ing on the SU1Jerintendent' s beh'lvior. IE.cey40 focused on the 
division of responsibilities between the board and superi~tendent. 
A study by SiT.mons in 195941 sought to determine the functions of 
superintendents and school bo~rds and the relationship between 
them. 
In addition to studies of the general duties of the school 
superintendent, a number of studies have examined specific 
responsibilities of superintendents. For ex~mple, studies by 
John .i£ng'nan42 of the University of Houston and by Levi L. Muncy43 
of the University of Colorado were prLnarily concerned with 
determining school plant functions of superintendents. School--
co:mnunity relations h"-S been the subject of reseBrch in a study 
40James E. Lacey, "An Analysis of the Respective. Duties and 
Functions of Selected Florida Superintendents and School Bo~rds," 
(Unpublished Doctoral Dissertation, University of Miami, 1962). 
41.Ha.rold E. :Simmons, "a Sturty to Determine the Existing 
Superintendent--School Boa.rd Functions and Relationship 1n 
clelected Hural Schools in New York State," (Unpublished Doctoral 
Dissertation, Columbia Un1ve~s1ty, 1959). 
42 John i!:ngman, "School .f'lan t l•iana.gement for School Ad.Jiinis-
tra tors," (Unpublished Doctoral Dissertation, University of 
Houston, 1962). 
43Levi L. Muncy, "The Role of the General Superintendent in 
lthe Elementary School as Perceived by Authorit~tive Opinion and Practicioners in a Select Group of Schools," (Unpublished 
Doctoral Dissert~tion, University of Colorado, 1957). 
~---------------------------------------------------2~671J 
bY Allen44 in which he determined that the source of superinten-
I 
l 
I 
dents' information is the power structure of the community and j 
that essentially information is disseminated back into the same I 
channels. Another study in 196645 pursued the attitudes of super-I 
intendents toward certain public communication functions. Several 
studies have focused on the aspect of business management 1n terms 
of business administrator-superintendent relations, 46 implications' 
of contractual law for the man responsible for business adminis-
tra tion47 and the influence of school business management prac-
tices on curriculum development. 48 In the area of curriculum 
Rnd instruction, a study examining the instructional leadership 
acts performed by superintendents was conducted at Michigan State 
44archie Carl Allen, "School--District Communication: A Study 
of the Superintendents' Source of Information Regarding School--
Community Problems," (Unpublished Doctoral Dissertation, Wayne 
State University, 1961}. 
45Kenneth F. Simmons, "Attitudes of School Superintendents 
Toward Certain Public Communications Functions," (Unpublished 
Doctoral Dissertation, ~ashington State University, 1966). 
46J. c. ~olfe, "A Critical ~valuation of the Business Admin-
lstrator--Superintendent Relationship in the Public 5chools of 
California," (Unpublished Doctoral Dissertation, University of 
Southern California, 1962). 
4 7Richard K. Welte, "Contractual Law and School Business 
dministration in California," (Unpublished Doctoral Dissertation, 
niversity of Southern California, 1964). 
48James S. Millison, "The Influence of School Business 
~nagement Practices on Curriculum in Selected School Districts 
in Arizona and California," (Unpublished Doctoral Dissertation, 
rizona State University, 1965). 
~-----------,_J 
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University by Dunn49 in. which he analyzed their consistency with i 
j 
available literature. This same study also studied instructional 
leadership in relation to school boards. 
A study at Iowa State University of Science and Technology 
by John Fields50 in 1967 focused on the preparation of superin-
tendents and the need for more or different training. Still 
other studies have focused on the relationship between job expec-
tations and actual behavior as perceived by superintendents and 
boards of education. Among these was one which focused princi-
pally on comparing board expectations to superintendents• 
expectations.51 A similar study by L. H. Boss52 in 1963 explored 
the differences in perception of the job role of the superinten-
dent as seen by boards of education, superintendents, and certain 
experts. In each of these studies a disparity between the boards 
role expectation for the superintendent and the superintendent's 
role expectations for himself was discovered. Another study at 
490. J. Dunn, "An Analysis and Identification of Instruction-
al Leadership Acts as Performed and Perceived by the Superinten-
dent of Schools," (Unpublished Doctoral Dissertation, Michigan 
State University, 1964). 
50John F. Fields, "Career Preparation, Aspirations, and 
Attitudes of Iowa School Administrators," (Unpublished Doctoral 
Dissertation, Iowa State University of Science and Technology, 
1967). 
51D. L. Duncanson, "The Relationship of Role Expectations and 
the Behavior of School Superintendents in the State of Minnesota," 
(Unpublished Doctoral Dissertation, University of Minnesota, 1961) 
52L. H. Boss, "Role Expectations Held for the Intermediate 
School District Superintendent in Michigan," (Unpublished 
Doctoral Dissertation Michi an State Universit 6 
. 
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the University of Southern California by Shanks53 focused on 
areas of agreement and disagreement between the board and super-
intendent regarding his role. A 1967 dissertation54 utilized 
superintendents, boards, and principals in comparing job expec-
t'3.tions and actual behavior of superintendents. Also, disser-
tations have focused on areas of adequacy as seen by superinten-
dents and professors with implications for graduate training. One 
such study conducted at Michigan State University by Edson55 
examined general areas of adequRcy (strength) as observed by 
superintendents and professors. This study revealed no differ-
ence in levels of adequacy as dependent on district size, wealth, 
or in relation to the superintendents' training. 
The study presented in this dissertation differs from the 
studies cited here in that an attemct had been ma.de to show that 
the job demands (urgencies) imposed upon one superintendent are 
not necessarily the same as those imposed upon another, but may 
rather be a function of the nature of the particUl3r school 
53Robert E. Shanks, "Expect9.tions for the School 0uperinten-
dency role," (Unpublished Doctor~l Dissertation, University of 
3outhern California, 1966). 
54Albert ~. Hohol, "Le~dership Hole Conflict of School Super-
intendents," {Unpublished Doctoral Dissertation. University of 
Oregon, 1967). 
55G. L. Edson, "An Analysis of the Perceptions of Administra-
tive Activity by Michigan Jchool Superintendents and Professors 
of Educational Administration," (Unpublished Doctoral Disserta-
tion, Michigan State University, 196)). 
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community in which he works. In addition, an attempt was made 
to show that superintendents with similar strengths and weakness-
es gravitate to similar districts. Finally, an attempt was made 
to show that urgencies often preclude superintendents from 
engaging in their job priorities (interests). 
Chapter III which fj)llows will be an outline of the methods 
used in this study. The cover letter and questionnaire (in final 
form) which were distributed by mail to the selected population 
c~n be found in the appendix. Chapter IV is the analysis of the 
accumulated data. Chapter V ls the summ::try, conclusions ~nd 
implications for further study. 
----~------~--------------~----------~ 
CHAPTER III 
-----~1 
I 
The primary concern of this study was to investigate the 
relationship, if any, b~tween certain demographic factors and 
superintendents• perceptions of tneir own job demands, job 
interests, and strengths and weaknesses. The intent of this 
chapter was to describe the methods used in the investigation of 
these factors and perceptions. Specifically, the chapter will 
describe the instrument used, the sampling technique, the survey 
procedures, and the hypotheses and the statistical analyses used. 
A. Instrument 
The instrument utilized for this study can best be examined 
in terms of the two parts in which it was mailed. That is; (1) 
demographic questions pertaining to the community in which the 
superintendent was employed, and (2) job statements pertaining 
to the broad spectrum of the role of the superintendency. 
1. Demographic Questions: The instrument elicited demographic 
information in regard to ten categories. For several of these the 
variables within the category are clearly defined (for example: 
under the category "Median Family Income" the variables are 
defined as; under $5,000, $5,000-$9,999, $10,000-$14,999, $15,000-
$19,999, $20,000-$24,999, and $25,000 and over). For oth~r 
JO 
~----------------­~ 
c~tegories the superintendents were asked to give their best 
estimate as they perceived it (for example: under the category 
«General Community Educational Posture" the variables are stated 
only as; very conserv~tive, conservative, balanced, progressive, 
and very progressive). For these categories no specific 
definition was presented and the superintendents had to respond 
from their own frame of reference. 
·rhe ten categories employed, the variables under each 
category, and the directions given to the superintendents for 
completing this section on demographic information follow. 
Directions: Please check one choice in each of the 
categories listed below. The areas checked should 
refer to the district in which you are now working. 
Your best estimate is requested. 
Category 1: Nature of the Community (Geographic location 
of the school district in relation to cities) 
Variables: Rural~ Suburban___ Urban~ 
Category 2: Median Family Income (Average gross annual 
family income for all families residing within 
the school district) 
Variables: Under $5,000~ $5,000 - $9,999~ 
$10,000 - ~14,999~ $15,000 - $19.999~ 
$20,000 - $24.999~ ~25,000 and over~ 
Category 3: District Organization (Grade level span for 
which the school district is responsible) 
I 
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Variables: Elementary_ Secondary_ Unit_ 
Combined (Superintendent is responsible for 
two or more districts) ___ 
Category 4: Total Student Enrollment (Total number of pupils 
enrolled in all grade levels in the school 
district) 
Variables: Under 500___ 500 - 999___ 1,000 - 1,999 ___ 
2,000 - 3,999_ 4,000 - 7,999 ___ 
8,000 - 15.999 ___ 16,000 - 31,999 ___ 
J2,000+_ 
Category 5: General Community gducational Posture (The 
degree to which the community supports and 
promotes either educational change or the 
maintenance of the status quo) 
Variables: Very Conservative_ Conservative_ 
Balanced___ Progressive_ 
Very Progressive_ 
Category 6: Percentage of Negro Population in Schools (Total 
number of Black children in the schools compared 
to total number of all children in the schools) 
Variables: O~ - 5%_ 6% - 20~ 21% - 35% 
- -
36% - 50%___ 51% - 65%___ 66% - 80%_ 
81% - 95%___ 96% - 100% ___ 
Category 7: Prevalence of Student Activism (The degree to 
which members of the student body are attempting 
L--·-·-------------------J 
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to 1nfluence and part1cipate in the decision I making process of the school district) 
Variables: Very Much___ Much___ Medium~ 
Little___ Almost None ___ 
category 8: Prevalence of Adult Pressure Groups {The degree 
to which me~bers of the community are attempting 
to influence and part1c1pqte 1n the dec1s1on 
making process of the school district) 
Variables: Very Much___ Much~ Medium ___ 
Little ___ Almost None ___ 
Category 9: Population Stability {The degree to which 
families in the community are moving in and 
out of the school district) 
Variables: Little Movement___ Average Movement ___ 
Much Movement ___ 
Category 10: Assuming normal national distributions as a 
base, does your community have any unusually 
high concentrations of any of the following 
groups? 
Variables: Catholic~ Jewish___ Protestant ___ 
Other (specify) 
--------
rhe ten categories described were selected because it was 
felt they might have a bearing on this study and because they 
were the type of questions to wh1ch super1ntend.et)-t~·--,:·~:~~id··:;~-;~Jl;y: 
lt ~-(,,' -.!, ·•... ·~ ... 
_r_e_s_p_o_n_d_. _____________________ :,,.·~·-._,. ____ .. _ ... _··_" ~. 
2. Job Statements: The instrument elicited the perceptions 
- < 
of superintendents with respect to their job urgencies, job 
priorities, and job strengths and weaknesses. Superintendents 
responded to forty-eight statements broadly covering the role 
34 
of the superintendency. The forty-eight statements were consid-
ered first in terms of job urgencies, next in terms of job prior-
i ties, ~nd finally in terms of job strengths and weaknesses. 
The forty-eight statements and the directions given to the 
superintendents for completing this section on job information 
follow. 
Directions: Please circle one choice in each of the 
three columns (I - Urgency, II - Priority, and 
III - Strengths and weaknesses). Your reactions 
to the given statements should be based on the 
descriptions of the various options which follows. 
AREA I 
"Urgency" (Job Time Demand) 
1 I spend a great deal of time doing this. 
2 I often spend time on this. 
3 I spend a medium amount of time with this. 
4 I infrequently do this. 
5 I rarely or never spend time on this. 
AREA II 
"Priority" (Job Preference) 
a I thoroughly enjoy doing this. 
b I like to do this. 
c I don't mind doing this. 
d I would prefer not to do this. 
e I dislike doing this. 
AREA III 
"Strengths ~ Weaknesses" 
A I feel this is one of my areas of real strength. 
B I do this quite well. 
......-_______ _, 
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1. 
I can do this a.s well as most superintendents. 
I can handle this, but not as well as I need to. 
I have real problems with this. 
AREA I AREA II 
-statement- Urgency Priority 
Running meetings or 
AREA III 
s. & w. 
conferences. 1 2 J 4 5 a b c d e A B CD E 
2. Speaking before groups 
of people. 1 2 J 4 5 
J. Directing the work of 
administrative assist-
ants. 1 2 J 4 5 
4. Revising school district 
procedures in the light 
of modern educational 
practices. 1 2 3 4 5 
5. Supervising the custo-
dial staff. 1 2 3 4 5 
6. Developing a thorough 
maintenance program. 1 2 J 4 5 
a b c d e AB C D E 
a b c d e ABC DE 
a b c d e A B C D E 
a b c d e A B C D E 
a b c d e A B C D E 
In the interest of brevity, the remaining forty-two state-
ments will be presented without the various columns for response. 
The questionnaire, in its completed form appears in the Appendix. 
-Statement-
7. Selecting and meeting with architects. 
8. Negotiating teachers• salary schedules and welfare 
benefits. 
9. Recruiting certified staff members. 
10. Meeting with student groups. 
11. Meeting with teachers on curriculum innovations. 
12. Meeting with community pressure groups. 
lJ. Participating in state or area educational organizations. 
14. Representing the school district through participation 
in service and community organizations (i.e. Rotary, 
Kiwanis, etc.) 
15. Attending school functions such as assemblies, plays, 
athletic contests, etc. 
16. Preparing reports and presentations for the school board. 
17. Publicizing the work of the school district. 
18. Dealing with parental complaints. 
19. Planning and conducting in-service training programs. 
20. Meeting with the school boqrd as a whole and with sub-
committees. 
I':=---------., J6 ,, 
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21. Coordinating referendum and bond issue programs. 
22. Ordering supplies, equipment, and materials. 
23. Going to cocktail parties or other social affairs. 
24. Observing teachers in their classrooms formally. 
25. Handling student discipline problems. 
26. Planning and conducting orientation programs for new 
teachers. 
27. Meeting with key community people to "head-off" problems 
before they occur. 
28. Planning for the annual school district budget. 
29. Meeting informally with the school board members either 
individually or in small groups. 
JO. Planning students• class schedules. 
Jl. Participating in educational affairs at the national 
level. 
J2. Meeting informally with teachers. 
JJ. Negotiating salary and welfare benefits of non-certifi-
cated personnel. 
J4. Conferring with individual administrators. 
J5. Maintaining financial records. 
J6. Formulating the policies upon which the school district 
runs. 
J7. Dealing with correspondence. 
J8. Handling delicate interpersonal situations. 
J9. Cutting "red tape" when fast action is needed. 
40. Communicating the objectives of the school district to 
the faculty. 
41. Meeting with individual teachers to improve their perfor-
mance. 
42. Reading professional periodicals, monographs, and books. 
4J. Meeting with groups of district administrators. 
44. Meeting with individual building faculties. 
45. Supervising the construction of new buildings and 
additions. 
46. Assisting the PTA and other parent groups. 
47. Keeping a watch on the school district budget during 
the school year. 
48. Attending church rel~ted functions. 
B. Sampling Procedures 
1. The original instrument was initially tested through 
!interviewing a small select group of Illinois school superinten-
L.·--------------------.....1 
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dents. An attempt was made to include districts representing a 
variance in as many of the ten demographic categories described 
earlier as was practical. Included were the more readily ident-
ifiable ones such as Total Student Enrollment, Median Family 
Income, Nature of the Community, and District Organization. The 
purpose of these interviews was to review the instrument in terms 
of clarity and comprehensiveness. The instrument which was 
described earlier was the final revision. A follow-up interview 
followed the questionnaire for basically the same small select 
group of superintendents. The follow-up interview solicited 
additional information regarding the perceptions of Chief ~chool 
Administrators with respect to the function of negotiations. 
2. The instrument was sent to two-hundred selected superin-
tendents who ~ere employed in school districts which ~ppeared to 
be reasonably representative of as many of the ten demographic 
cetegories described earlier as was possible. The 1969-70 
Directory of Illinois Schools was used to develop a list of 
school districts which: included rural, urban, and suburban; 
included each of the variables under 'rota.l Student Enrollment; 
9.nd included elementary, secondary, unit, and combined districts. 
Census data were utilized to develop a list of school districts 
which: included each of the variables under the category Median 
Fa~ily Income; and included variables under the category Percen-
" l tage of Negro Population in Schools. Once these lists were I 
developed a randomized drawing procedure was utilized to s~ 
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the final list of two-hundred school districts for sampling. 
The names and addresses of the superintendents employed in 
the two-hundred selected districts were obtained from the 1969-70 
Directory of Illinois Schools. 
C ~urvey Procedures . ..., 
A letter was sent to the two-hundred superintendents employed 
in the districts selected through the sampling procedures descri-
bed earlier. The letter explained the intent of the study and 
requested the superintendents• participation. Included with the 
letter was the survey instrument described earlier along with a 
st~mped, self-addressed envelope. In a period of four weeks one-
hundred and forty-one (70.5%) of the questionnaires had been 
D. Hypotheses and Statistical Analysis 
It would be well to repeat the five hypotheses that were 
introduced in Chapter I. 
Hypothesis I: The superintendents• perceptions of urgencies 
(job demands) will not vary significantly according to school 
' district type. 
Hypothesis II: The superintendents' perceptions of prior-
ities (job interests) will not vary significantly according to 
school district type. 
~-------
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Hypothesis III: The superintendents• perceptions of their 
strengths will not vary significantly according to school 
district type. 
Hypothesis IV: The superintendents• perceptions of their 
weaknesses will not vary significantly according to school 
district type. 
Hypothesis V: The superintendents• perceptions of urgencies 
and priorities will not reveal any significant dispqrities. 
The responses of the superintendents to the job statements 
variables under the second demographic category and mean scores 
derived. This procedure was continued 
!graphic categories had been quantified 
the mean scores thus derived appear in 
until all of the demo-
into mean scores. All of 
the Appendix. The only 
ones appearing in Chapter IV are those which reached significance. 
In order to analyze the hypotheses described earlier it was 
nece9sary to apply two different statistical tests to the mean 
scores reported in the Appendix. The chi-square test of indepen-
dence using a 2 x 5 contingency table with 4 degrees of freedom 
!was applied to test the first four hypotheses. The fifth hypoth- I 
fesis was tested through the use of rank order correlation. State-I L ____________ -,,..1 
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ments from the questionnaire which demonstrated significance at 
the .Ol level of confidence were the only ones reported. For 
several of the demographic categories a pattern of increase or 
decrease was stipulated as an added criteria for reporting. 
Tnese instances were noted when they occurred. 
As patterns emerged in regard to job urgencies, job 
priorities, and strengths and weaknesses, an attempt was made 
to establish relationships between these patterns and the 
demographic categories described earlier. Additional relation-
ships between urgencies, priorities, strengths and weaknesses 
were sought. Finally, patterns of similarities in terms of 
urgencies, priorities, and strengths and weaknesses were exam-
ined. These patterns in the accurnul~ted data were tested by 
applying the appropriate tests of significance and correlation 
described earlier. The results of these tests formed the basis 
for conf1rmqt1on or rejection of each of the five hypotheses. 
! 
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I CHAPTER IV ANALYSIS OF THE DATA COLLECT~D 
The intent of this chapter is to report the analysis of the 
data which can be found presented as mean scores in the appendix 
of this study. The tables found in this chapter contain only 
those statements from the questionnaire for which significant 
difference was found by applying the chi-square test of indepen-
dence in contingency tables. 'rhe first four null hypotheses were 
tested with a 2 x 5 contingency table having 4 degrees of freedom., 
The fifth hypothesis was tested through the use of rank order 
correlation. Items found to demonstrate significance at the .01 
level are the only ones reported. In several instances patterns 
of increase or decrease were stipulated as an additional criteria 
for reporting. 
A review of the hypotheses to be tested seems in order 
before the analysis is presented: 
Hypothesis I: The superintendents• perceptions of urgencies 
will not vary significantly according to school district type. 
Hypothesis II: The superintendents• perceptions of 
priorities will not vary significantly according to school 
district type. 
Hypothesis III: The superintendents• perceptions of their 
strengths will not vary significantly according to school 
41 
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district type. 
Hypothesis IV: The superintendents' perceptions of their 
weaknesses will not vary significantly according to school 
d1str1ct type• 
4 l 2 ., 
Hypothesis V: The superintendents' perceptions of urgencies 
and priorities will not reveal any significant disp;.arities. 
Each hypothesis was examined in order and in terms of the 
categories described in Chapter III. each section will conclude 
with a confirmation or rejection of the respective null 
hypothesis. 
Each table presented contains the number of the job state-
ments for which significance was found. The numbers correspond 
to the number of the job statement as found in the questionnaire 
and described in Chapter III. After the number of the job state-
ment reported in the table are the meqn scores obtained for thqt 
particular category and described in Chapter III. Those state-
ments which do not appear in the tables in this chapter have been 
ommitted because they did not indicate a significance variance in 
the perceptions of the superintendents who participated in this 
study. 
The definition of the terms urgency, priority, and strength 
and weaknesses should be reviewed at this time. 
Urgencies: ·rhe duties which the job situation demands be 
performed by the school superintendent. 
Priorities: The duties which the school superintendent 
~-----------------------------------------~-;;--1 
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would prefer to engage in. 
strengths and weaknesses: The degree to which a school 
superintendent perceives himself able to assume particular 
duties. 
rhe term duties used preceding these definitions refers to 
the forty-eight job statements described in Chapter III. 
Section One - Examination of Hypothesis I: 
Th~ superintendents' perceptions of urgencies 
will not vary significantly according to 
school district type. i 
category: Nature of ~ Community j 
i~~--~--------~~--~~--T_a_b_l_e~l--~~--~--~~~~~--~~--' 
Rural vs. QUburban I 
~~~~--~~~~~~~~~~~~~~~~~~~~~~~~~~~~~! 
' Job Statement Rural Mean Suburban Mean J ~~~~~~~~~~~~~~~~~~~~~~~~~~~i 
5 
6 
9 
21 
22 
23 
25 
35 
Job Statement 
5 
6 
2.)4 
2.62 
3.84 
2.52 
2.89 
2. 02 
2.58 
. 3. 33 
Rural vs. Urban 
Rural Mean 
1.49 
1.69 
3.10 
3.53 
1.86 
2.59 
1.82 
2.00 
Urban Mean 
I 
I 
I 
i 
I 
I 
---------~~~--------~~~------------------------------~--~~--....JI 9 
2.34 
2.62 
3.84 
1.)6 
1.50 
2.43 
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l 
21 
22 
25 
28 
35 
47 
2 .52 
2.89 
2.58 
3.96 
3.33 
3.89 
4.36 
1.21 
1.71 
J.00 
1.79 
J.17 
'fhe analysis of urgencies (job demand) with respect to the 
nature of the community (rural, urban, and suburban)(Table 1) 
1 reve~led several job statements which demonstrated significant 
difference. Although no differences appeared between suburban 
and urban districts, differences did appear to exist between rural I 
and suburban districts, and between rural and urban districts. I 
Rural superintendents indicated a significantly higher 
demand than either urban or suburban superintendents in super-
vising the custodial staff (St~tement 5), developing a thorough 
maintenance program (Statement 6), recruiting certified staff 
m~mbers (Statement 9), ordering supplies, equipment, and 
materials (Statement 22), handling student discipline problems 
(Statement 25), and maintaining financial records (Statement J5). 
Rural superinten<i.ents indicated a signif ic"1ntly lower 
dernand than either urban or suburban superintendents 1n coordina-
ting referendum and bond issue programs (Statement 21). 
Suburban superintendents in~icated a significantly higher 
de~and than rural superintendents in going to cocktail parties 
r.or other social affairs (Statement 23). 
Urban superintendents indicated a significantly lower demand 
than rural superintendents in pl3nning for the annual school 
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district budget (Statement 28), a.nd in keeping a watch on the 
school district budget during the school year (Statement 47). 
No significant differences between urban and suburban 
I superintendents appeared with regard to job de nands. 
In most cases the differences would seem to indicate the 
a~sence of such support administrative personnel as business 
biliti~s befall the rural superintendent. It should be noted, 
however, that it is not clear whether this is a function of the 
n~ture of the community (urban, suburban, ~nd rural) or whether 
it is a function of district enrollment size. The latter might 
seem more logical although the n~ture of the nata precludes 
3bsolute support of such a notion. 
With regard to rural superintendents indicating a s1gn1f-
icantly lower demand than either urban or suburban superinten-
dents with regard to coordinRting referendum and bond issue 
programs, this f~ct should not be surprising in light of the 
gre"lt influx of people to urban centers a.nd their suburbs. Such 
rapid and h~avy growth has most certainly been accompqnied by a 
critical need for additional funds for both operation and build-
1ng. It should be pointed out, also, that rural superintendents 
indicated a lower demand in meeting with architects although the 
difference was not significant at the .01 level. rhis certainly 
l"":=--------------------------------~----------~4-6..., 
! is 1n keeping with the finding about bond and referendum programs.! 
It also appears that suburban superintendents have some- I 
what different social demands pl~ced upon them as compared to 1 
l 
rursl superintendents. Not only does the suburban man have a 
5 1gnlf icantly higher inclusion in the cocktail party social 
affair but additional examination of the data shows the rural 
man inclined to be more involved in church related functions. 
These two points alone could have considerable bearing on job 
sat1sfqct1on since they represent rather different social out-
lets for a chief executive. 
category: Median Family Income 
Table 2 
Low Income vs. High Income 
Job Statement Low Income Mean High Income Mean 
22 2.53 1.63 
rhe analysis of urgencies (Job demand) with respect to the 
median family income in the school district revealed one job 
statement which demonstrated significant difference. As the mean 
family income decreased the job demand for ordering supplies, 
equipment, and materials (Statement 22) increased to significance 
at the .Ol level. 
It is difficult to offer a rational explanation for the 
above relationship. The tendency for rural districts to have a 
I 
I 
I 
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l10wer mean family income should be referred to again at this l ! 
point. As indicated earlier, rlrral districts also tend to have 
iower student enrollments and therefore fewer support adm1n1strs-
tive personnel. As a result, many of the duties normally per-
formed by a business man~ger or personnel director might be 
carried by the superintendent. 
It is also possible that districts with a lower median 
family income are unable to afford the kinds of support adm1n-
1strative personnel indicated earlier (business manager, 
personnel director, etc.) and as a consequence, the superintendent 
in such a district must assume some of the responsibilities snd 
fduti~s which his counterpart is assisted with in a high income 
district. 
~ither of these explanations seems rationsl and both may 
hRve a bearing on the job demands of the superintendent. The 
conclusion in both explanations is that the superintendent in 
lower median family income districts must assume a broader 
range of duties. This would seem to necessitate a ~an who ls 
more of a generalist than a specialist. 
In support of the need for a generalist it should be 
pointed out that several of the statements which approached 
significance ~re those normally ~ssoci~ted with the principal-
ship. Such jobs as planning student schedules, meeting inform-
ally with teachers, ~nd 
~f ten performed b;y 
handling student discipline problems are 
men in lower income districts. Not onl;y J 
I' 
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does a wealthy district bring with it the potential for prestige j 
~nd higher social standing, but it also brings with it a somewhat 
different set of demands as described earlier. This should be 
borne in mind as job selection is anticipated. 
category: District Organization 
" 
Table J I 
·----~~~~~~~~~~~~~~~~~~~~~~~~~~~~~! 
Secondary vs. Unit 
Job Statement Secondary Mean Unit Mean 
--~~~~~~~~~~~1 
10 J.18 2.07 
The analysis of urgencies (job demand) with respect to the 
district organization (Table 3) revealed only one job statement 
which demonstrated significant difference. ·rhat one area ls 
meeting with student groups (Statement 10) and the data show 
secondary school superintendents s1gn1f1cantly more involved 
than unit district superintendents. 
No significant difference between secondary school super-
1ntendents and combined district superintendents appeared with 
regard to job demands. 
No slgnif icant difference between secondary school superln-
tendents and elementary school superintendents appeared with 
regard to job demands. 
No significant difference between unit superintendents and 
elementary superintendents appeared with regard to job demands. 
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I No significant difference between unit superintendents and l 
1 combined district superintendents appeared with regard to job 
I 
tlemsnds. 
No significant difference between elementary superintendents 
<J.nd combined district superintendents appeb.red with regard to job 
demands. 
There are several logical explanations for the difference 
which did appear between secondary 9.nd unit district superin-
tendents with regard to meeting with student groups. In the 
first place 1t ls somewhat common for secondary superintendents 
to wes.r at least functionally a large part of the "hat" 
traditionally associated with the high school principa.lship. 
In such a role it would be customary for them to be ~ceting with 
their respective student bodies as a matter of course. Add to 
this the upsurge in student activism and it becomes obvious that 
the need and pressure to meet with high school student bodies 
either as a whole or in small groups would be heightened. Al-
though significance at the .01 level was achieved only between 
secondary and unit, the secondary mean was nevertheless higher 
than that of either elementary or combined districts as well. I The data failed to indicate whether the same pattern holds 
!true for secondary school districts of two or more buildings. 
I jin districts of two or more buildings the superintendent is not 
l
necessarlly the building principal, too. It is conceivable. 
~erefore, that in part the difference might well be attributed 
r·-· 
to district size. The data are not clear in this regard. 
It is difficult to accept the notion that the organization 
of a district (elementary, secondary, unit~ or co~bined) would 
h3Ve such a minima.l influence on the job demand of the superin-
tendency. It is not uncommon for secondary school districts to 
seek chief administrators with experience and training in 
secondary schools. rhe same is often true for elementary schools. 
Yet, this particular study would seem to negate the need for such 
screening. 
Although meeting with student groups was the only statement 
which reached significance at the .01 level, perhaps those state-
m~nts which approached significance should be noted here as well. 
·raken individually their bearing on a job may be negligible, but 
collectively their impact could have considerable import. 
Secondary school superintendents indicated a greater demand in 
speaking before groups of people, meeting with community pressure 
roups, and dealing with parental complaints. Elementary school 
superintendents indicated a great-,r demand in recruiting certified 
staff members, meeting with teachers on curriculum innov~tions, 
nd planning and conducting in-service training programs. None 
f these was significant at the .Ol level, but collectively these 
t~tements demonstrate a pattern in which secondary superinten-
, ents are more actively involved with parents while elementary 
~uperintendents 9.re more actively involved with teachers. 
I ~uch variable patterns would surely contribute to the need 
I 
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I for securing i!mperintendents whose training and experience is in 
concert with the demands of a particular superintendency. 
category: Total Student Enrollment 
Table 4 
Low Enrollment vs. High Enrollment 
Job Statement Low Enrollment Mean High ~nrollment Mean 
,-
2 2.31 J.5J 
5 2.75 1.41 6 2.75 1.41 
7 1.56 J.35 
9 J.44 2.00 
21 2.20 ].JO 
22 J.lJ 1.35 
25 J.50 1.29 
JO 2.69 1.19 
41 2.81 1. 76 
! 
i 
I 
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The analys1 s of urgenc 1 es ( job demand) with respect to the I 
enrollment (Table 4) revealed several statements which demonstra-
ted significant difference. Superintendents working in districts 
of high enrollment indicated a greater job demand than those work-
1ng in districts of low enrollment in speaking before groups of 
people (Statement 2), selecting and meeting with architects 
(Statement 7), and coordinating referendum and bond issue pro-
grams (Statement 21). More simply stated, as the enrollment 
increased the demands in these areas increased to significance 
at the .01 level. 
also, as the enrollment increased, superintendents indicated 
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a. decreased job demand in supervising the custodial staff (State-
ment 5), developing a thorough maint~nance program (3t~t~ment 6), 
recruiting certified staff members (Statement 9), ordering 
supplies, equipment, and materials (Statement 22), handling 
student discipline problems (Statement 25), planning students' 
class schedules (Statement JO), and meeting with individual 
teachers to improve their performance (Statement 41). 
Such disparities would seem to indicate a considerable 
difference in numbers of support administrative personnel. 
several of the job demands noted would reflect the absence of 
both a business manager and a p~rsonnel director in districts 
with low enrollments. without such personnel, the superintendent 
would perform the duties normally associated with a business 
msnager and personnel director. The absence of such personnel 
should not be a revelation to any student of public school admin-
istration. In addition, the difference in handling student 
1iscipline problems, planning students• schedules, and meeting 
with individual teachers would seem to indicate that as school 
1istricts decrease in size the proportionate amount of time 
spent in the role commonly thought of as building principal 
increases markedly. 
Finally, the fact that larger districts seemed to require 
of their chief executive officers more time 1n public speaking 
and building programs would seem to indicate greater demands in 
familiarizing the public with the schools (public relations) as 
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well as greater demands. in promoting the financial support 
necessary to underwrite the expenses of a large and/or growing 
district. It is also possible that the increased involvement 
in public speaking may, in part, be a function of the prominence 
of the man rather than a function of district size. 
It would appear that several of the significant differences 
revealed under the category "nature of the community" and "median 
family income" may have their genesis under "enrollment." Such 
a genesis is mentioned at this time since several of these state-
ments have appeared repeatedly. In any event, it 1s rather 
apparent that district enrollment plays a rather critical and 
decisive role in the ultimate determination of urgencies (job 
demands). Again, it should not be surprising that this factor 
is so influential in role determination. 
The differences outlined here as attributed to variance in 
school district enrollment are dramatic. Closer examination 
reveals that as the district increases in size the superintendent 
becomes more engaged in public relstions. It would seem, there-
fore, that the ability to establish an image of confidence would 
vital to success. In addition, increased size increases the de-
mand to direct administrative assistants. Since the superinten-
dent can not be expected to be intimately involved with all of his 
departments in a large district, he must have the ability to 
select his assistants wisely and the capacity to permit them to 
function effectively without excess restraint. 
P':-- -------, 
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These are job differences which both superintendents and 
boards of education must be totally aware of when a superinten-
dency is to be filled. Gaining community support in large 
districts is not easily accomplished nor is establishing a close 
working relationship with associates built on mutual trust easily 
obtained. 
category: General Community Educational Posture 
•rable 5 
Conservative vs. Progressive 
Job Statement Conservative Mean Progressive Mean 
32 J.75 2.50 
The analysis of urgencies (job demand) with respect to the 
general community educational posture (Table 5) revealed one 
statement which demonstrated significant difference. That one 
statement indicated superintendents in educationally conservative 
districts are more involved in meeting informally with teachers 
(Statement 32) than are superintendents employed in more educa-
tionally progressive districts. 
It is difficult to formulate an acceptable rational from 
the data as to why this particular difference should emerge in 
relation to community educS1.tional posture. If the data had 
established that conservative districts tend to be rural and 
tend to be small in enrollment, then it might be concluded that 
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this difference is also., in part, a function of size and hence is 
a reflection of the superintendent wearing the hat of a principal. 
The data do not reveal such a situation nor can such a position be 
fullY substantiated. Therefore, although a difference clearly 
exists, the issue appears clouded by other factors affecting job 
demand. In any event, educational posture seems to have little 
bearing on job demand according to the data provided in this 
study. The scope of this study has not revealed certain situ-
ational factors rel~ting to educational posture which might have a 
bearing on the superintendent's posture toward educational change. 
His perceptions of community attitudes certainly must either 
encourage him to effect change or maintain a status quo. 
Superintendents employed in districts they perceived as 
educationally conservative indicated a greater demand in such 
duties as maintaining financial records, ordering supplies, 
materials, and equipment, and supervising the custodial staff. 
Although none of these statements was significant at the .01 level 
they do underscore a pattern of conservatism of finance rather 
than instructional innovation. Therefore, it is likely that men 
who perceive their communities as concerned about fiscal respon-
sibility will exercise greater care in overseeing the expenditures 
of the district. Such districts may well require superintendents 
With greater training and experience in school business manage-
ment. 
Category: Percentage .2f Negro Population in Schools 
'~ 
l 
Table 6 
Low Percentage vs. High Percentage 
Job Statement 
9 22 
Low Percentage Mean 
J.51 
2.39 
High Percentage Mean 
2.JJ 
1.27 
The analysis of urgencies {job demand) with respect to the 
percentage of Negro population in the schools (Table 6) revealed 
two statements which demonstrated significant difference. School 
districts having a low or zero percentage of Black population in 
th~ir schools indicated a significantly higher demand in the 
areas of recruiting certified staff members (Statement 9) and in 
ordering supplies, equipment, and materials (Statement 22) than 
do districts with higher percentages of Blacks. In other words, 
as the percentage of Blacks increased the demands in these two 
areas decreased to significance at the .01 level. The two are~s 
of difference noted here may be the result of non-white districts 
hqving less money to expend in recruiting certified staff members 
i:md less money to expend on sUP}Jlies, equipment, and materials 
than do districts with a higher proportion of whites. 
A closer look at the data revealed several other statements 
which approached but did not reach significance in regard to this 
category. A comparison revealed that these st3tements added to 
t~· two appearing in rable 6 provided a list of statements very 
,,..--r------·~•W<-• .. ~-
lsi~ilqr to those for which a significant difference was reached 
f 
botn in the C3 tegory "n~'i tu re of the community" and in the category! 
1,.· 
,, enrollment. " A further step in the analysis might result in 
conclwling that the percentage of Black popul::i tion in tne schools 
reallY has no significant bearing on job demand and that such 
differences in job demand which do appear are largely functions 
of the categories "nature of the co:nmuni ty" and, ul t1m'3 tely, the 
category "enrollment." Fewer Blacks proportionately are found 
in rural communities and since rural communities also tend to be 
smaller in size than urban co:n;r,uni ties, the job of the superin-
tendent is 9.ffected accordingly. 'rhis seemed to be the most 
logicql choice of reasoning. It should be added, however, that 
if the above conclusion were accepted, it in itself would have 
implications for job choice in terms of community racial makeup. 
lilthough few statements of significant difference were dis-
cov~red, there are several interesting disparities worthy of 
note. Juperintendents employed in districts with a greater 
number of BlRcks indicated greater demand for speaking before 
groups of people, meeting with student groups, and meeting with 
community pressure groups. This pattern develops a collective 
demand on the superintendent to devote larger portions of his 
time directly to the community. 
Of even greater interest is the fact that superintendents 
employed in districts with a greater number of Blacks indic~ted 
a smaller demand in dealing with parental complaints while at the 
I 
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same time having an increased demand in r:ieeting with community 
pressure groups. The complete reverse is the case in White 
communities. This would seem to indicate that integrated commun-
ities tend to exercise influence as a group as opposed to exert-
ing force as individuals. This is a vital finding in understand-
ing the social forces at work in communities of varying ethnic 
' 
ratios. 
category: Prevalence of Student Activism 
·rable 7 
High Prevalence vs. Low Prevalence 
Job Statement 
9 
22 
35 
47 
High Prevalence Mean 
2.80 
1.87 
2.30 
J.17 
Low Prevalence Mean 
J.88 
2.88 
J.06 
4.09 
The analysis of urgencies {job demand) with respect to the 
prevalence of student activism (•rable 7) revealed several state-
ments which demonstrated significant difference. Superintendents 
working in districts with a high prevalence of student activism 
indic~ted lower demand in recruiting certified staff members 
(St~tement 9), ordering supplies, equipment, and materials (State-
ment 22), maintaining financial records {Statement 35), and keep-
ing a watch on the school district budget (Statement 47). rha.t 
is, as the prevalence of student activism increased, the demand 
~'"""'-· ---------------------------------' ..... -~..,.·'"'' r ..,., · 59 '-~ 
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'in the above four areas decreased to significance at the .01 level~ 
i 
It is difficult to surmise a relationship between student 
~ctivism and the aforementioned areas of significant difference. 
rt would seem more logical to conclude from the data that a rela-
tionship might exist between the nature of the community and the 
r~ct that urban and suburban districts indicate a lower demand in 
the same areas as indicated in this category. Assuming this 
relationship it could follow that suburban and urban districts 
tend to have a higher degree of student activism than do rural 
districts. This conclusion is based ~t best on supposition and 
is not necessarily supported by the stqt1st1cal analysis presented 
here. It is. however, within the realm of possibility that 
student activism might have a greater impact on the role of the 
principal rather than the role of the superintendent. Such a 
notion is based on the premise that students do not have a clear 
understanding of the hierarchal power structure of a school 
district. As a result, they tend to exercise their influence on 
the immediate authority of the principal rather than the superin-
tendent or board of education. 
Again it seemed necessary to point out that th~ results 
presented here are in terms of this study only and have a stip-
ulation of significance at the .01 confidence level. It seemed 
unreal to move to the next category without at least leaving the 
door ajar with respect to the impact of student activism. 
lthough the greatest pressure has been applied at the college 
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!level, there is no guarantee that similar pressures will not be j 
·~p~lied at least at the secondary school level in the near future 
on .si. rnuch broader scale than what has occurred to date. Perhaps 
the problem for secondary school superintendents has not reached 
la critical magnitude, but then neither had drugs a decade ago. 
I Although the problem of student activism may not be signif-
icantly affecting job demand, there are some ~reas of disparity 
whose total impact may take on greater import than when each of 
tne se areas is viewed separately. For example, superintendents 
working in districts having a higher degree of student activism 
indicated a somewhat greater rlemand in meeting with student groups 
meeting with community pressure groups, dealing with ~~rental 
compl9ints, and meeting with key community people to head-off 
problems. ·rhese statements establish a pattern of working more 
closely with the community as a cumulative dern9.nd resulting from 
greater student activism. Although no single statement just 
discussed was significant at the .01 level of confidence, certain-
ly the total effect would result in a dramatic departure in job 
ernand. 
ategory: Prevalence of Adult ~ressure Groups 
Table 8 
Job Statement High Prevalence Mean Low Prevalence Mean 
12 1.82 
! 
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The analysis of urgencies (job demand) with respect to the 
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prevqlence of adult pressure groups (Table 8) revealed one 
statement which demonstrated significant difference. 3uperinten-
dents working in districts with a high prevalence of adult pres-
sure groups are called upon to spend a significantly greater 
amount of time meeting with community pressure groups {State-
ment 12). ·rhat is, as the prevalence of adult pressure groups 
1ncreases, the demands for meeting with community pressure groups 
increases to significance at the .01 level of confidence. 
That this is the case is perhaps rather obvious. It is, 
however, worthy of note at this time that student activism seemed 
to have little direct bearing on job demand while adult pressure 
very definitely does have a bearing. As was discussed earlier 
st1.1dents may have less understanding of the hierarchal power 
structure of a total school district organization than do adults. 
As a result their impact is felt less on the superintendency than 
on the principalship since the focus of their energy is generally 
confined to individual building administrations. It does seem 
clear, however, that the prevalence of adult pressure groups does 
':3.ffect the job demand of the superintendent. 
There is yet another dimension to be explored with respect 
to the prevalence of adult pressure groups. It is not clear 
from the data whether the board of education becomes a third 
pole in a triangle of forces. That is, does a resistive board 
act as a buffer for the superintendent or is the contrary the 
.1 
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fhe effect of the board of education with rcg~rd to adult 
pressure group3 is certainly not a force to be dismissed. 
Additional examination of community 1)ressure groups with 
resr~ct to rural and urban districts reveals th"lt such groups 
are a greater demand on the time of urban superintendents. It 
is possible that community pressure groups may exist in both 
rural and urban districts to the same degree, but that in rural 
districts they exerc1se their power more directly on the board 
of education rather than on the superintendent. This is not 
surprising when the fact that rural districts tend to be smaller 
i 
than urban districts. In such small communities the opportunities! 
for reaching the board of education directly are h~1ghtened. 
Category: Popul~tion Stability 
Table 9 
High Stability vs. Low dtab1lity 
Job Statement High Stability Mean Low ~tability Mean 
rhe analysis of urg~ncies (job demand) with respect to the 
population stability ('rable 9} revealed no statements which 
demonstrated significant difference. Although several stRte::nents 
~pproached significance at the .01 level, in no case wqs such 
_significance ·1chieved. rh~refore it is concluded th!:it popul<=ttion 
lstability has no significant bearing on any single job demand of 
L-~~~----~~------------------------~----
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lthe superintendency. 
I :i owe v er , 1 t 1 s cl if f i cu 1 t 
6J.j 
' 
, 0 ·-.. ,ll'.ition does not present a different probl~m both ln tc:r;ns of r' - ,' 
infor~lng the public About th~ school and in gaining their 
support. Building community ijentiflcation with the sch~old is a 
I cha.llent!;e in a st'l ble cornrnuni ty, and certqlnly :nust be more so in 
! 
i 
a mobile community. Lack of 'ldequ8.te understanding and support 
c~rn. of course, lead to difficulty in referendums, building 
I 
I 
i 
proer•ms, and curriculum changes. It would seem, therefore, that I 
s11;.:,erinten,lents working in highly mobile districts must be acutely I 
I 
I awa.r-~ of the added di ff i cul ties of co.:rilllunicti t ion. 
Districts which maintain a ~igh degree of vopulatlon st~bil- I 
I ity ~&y very well develop a different set of problems. Such 
co~munities often establish influ~ntial power structures which may 
:nve to be reckoned with or confronted. duch confront~tion 
:e-.Juires skill on the p"lrt of the superintendent. Although there 
is little statistical difference between the job demands fqced by 
rnen in mobile versus stable communities, there are areas of 
variance to which the respective superintendents must focus 
attention. 
Summar of Section One 
A review of the nine categories under which urgency (job 
demand) was analyzed disclosed considerable variance on what 
f"=lctors did have a. bearing on the job demand of a public school I 
jsuperintendent. Of the cate2;ories studied, the following I 
I J 
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seemed to be the influences which have the most force in affecting 
the job demand of the superintendency: 
-Nature of the Community (Urban, Suburban, or Rural) 
-District Organization (Elementary, Secondary, Unit or 
Combined) 
-Total 3tudent Enrollment 
-Prevalence of Adult Pressure Groups 
It should be noted and reiterated that this study concen-
trated on an analysis of categories in isolation from each other. 
fh9. t is, d9. ta were not grouped as rural-small-weal thy. There did 
seem, however, to be some rel~tionship between some categories. 
For example: rural districts tend to be smaller, poorer, and 
Caucasian. Such patterns tend in some cases to make it difficult 
to pinpoint causal f~ctors because frequently categories seemed 
to be operating in concert. Nevertheless, it is important for 
prospective superintendents to consider the forces in play both 
sepr:ir9tely and collectively which would contribute to the deter-
ination of their role. 
Based on the findings of Section One, null hypothesis I is 
e 'ected at the .Ol level of confidence. 'The data indica.te that 
the superintendents• perceptions of urgencies do vary signifi-
antly according to school district type. 
Section Two - Examination of Hypothesis II: 
The superintendents' perceptions of priorities 
will not vary signif icqntly according to 
school district type. 
c~tegory: Nature of the Community 
·--
,_ 
Job Statement 
22 
J5 
Job Statement 
22 
JO 
·rable 10 
Rural vs. Suburban 
Rural Mean 
J.07 
J.40 
Rural vs. Urban 
Rural Mean 
Suburban :Mean 
2.J4 
2.50 
Urban Mean 
2.00 
1.73 
The analysis of priorities {job interest) with respect to the 
nature of the community (rural, urban, or suburban) (Table 10) 
revealed the following statements which demonstrated significant 
difference at the .Ol level. Rural superintendents indicated 
significantly higher interest than suburban superintendents in 
ordering supplies, equipment, and materials (Statement 22), and 
in maintaining financial records {Statement J5). Rural superin-
tendents indicate a significantly higher interest than urban 
superintendents in ordering supplies, equipment, and materials 
l(dtatement 22), and in planning students• schedules (Statement JO) 
No significant difference between urban and suburban super-
,,---r-____ -----------·*-~661 
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corn:nunity. 
rhat such differences ~hould appear is perhaps not really 
:"lurpr1s1ng particularly when 1 t in recalled that simil9.r cUffer-
ences appeared with regard to urgencies (job demand). It is, 
no doubt, desirable for men to be interested in those tasks which 
theY are called upon to perform if only in the interest of attain-
ing re~sonable job s~tisfaction. 
It is clear that a difference exists, but the causal fac-
tor(s) are not so clear. Do men with such interests gravitate 
to jobs where these demands already exist? Do the men alter the 
job demands to coincide with their interests? Does the awareness 
that certain job demands prevail, ultimately alter the interests 
of the man? The data do not provide us with a clear and concise 
set of answers to these questions. Such questions perhaps pro-
vide implications for further study. 
It is perhaps appropriate to point out the specific 
significant differences between suburban and urban superinten-
dents have not evidenced themselves in either Job demand or in 
job interest. The inference from such information is that the 
differences between the men and the jobs in these two cases may 
not be of the magnitude originally believed. Although no specific 
statements demonstrated significant difference between urban and 
suburban superintendents, the data do show a greater interest on 
the part of suburban superintendents in such things as attending 
school functions such as plays and also a greater interest in 
L..__ _____ ~-----~--~--------~-----------------------------~--
i 
j,o;oing to cocktail parties or other social aff"'l.irs. Thus it would 
l!e~m that the social and cultural demandl!! of suburbia extend into 
the role of the superintendency. It is indeed fortunate the 
suburban superintendents have such social interests as they would 
surely contribute to job satisfaction. 
category: Median Family Income 
Table 11 
Low Income vs. High Income 
Job Statement Low Income Mean High Income Mean 
'rhe analysis of priori ties (job interest) with respect to 
the median family income (Table 11) revealed no statements which 
demonstrated significant difference. The possibility of personal 
identity, status, and social climate as having a bearing on job 
selection should not be discounted. Such factors can and do 
become strong motivators with respect to career. Although the 
scope of this particular study does not reveal a disparity in 
interests when studied within the parameters of median family 
l1ncome, it seemed logical to qualify this conclusion on this 
!category. 'rhe data presented here would serve neither to reject 
~or confirm such a notion, but it seemed in order to mention it 
rnd suggest it as a possible topic of future investigation. 
I 
I 
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In section one, the analy3is of job demand with respect to 
rn~dian family income inrticated that men employed in lower income 
districts needed to be generalists since their range of duties 
was much broader and because tney likely had fewer support 
administrative personnel. A closer examination of the data in 
section two reveals a similar pattern. Superint~ndents working 
in poorer districts indicate a gre~ter interest in supervising 
maintenance and custodial work, publicizing the work of the 
district, planning student class schedules, and maintaining 
financial records. Such interests seem to closely parallel the 
job demqnds of these men as discussed in section one. Although 
the interests discussed here were not significant at the .Ol 
level, collectively they most certainly provide an insight into 
the job interests of these men. 
~ategory: District Organization 
Table 12 
Secondary vs. Unit 
Job Statement decondary Mean Unit Mean 
30 2.20 
The analysis of priorities {job interest) with respect to 
the district organization {Table 12) revealed one statement which 
i~monstrated significant diff~rence at the .01 level. Secondary 
sup~rintendents indicated a significantly higher interest in 
,,--
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I ~planning sturlen ts' class schedules {Statement JO) than d icl unit 
district superintendents. No other areas of sign1fic9nce 
ppe::i,red between ei trier of tl1ese two organi?.a tional scher-;es. 
No significant diff~rence between the interests of secondary 
school superintendents and comb1ned district superintendents 
ppeared with regard to district organization. 
No significant difference between the interests of secondary 
school superintendents and elementary school superintendents 
ppeared with regard to district organization. 
No significant difference between the interests of unit 
u:perintendents and elementary superintendents appeared with 
egard to district organization. 
No significant difference between the interests of unit 
uperint~ndents and combined district superintendents appeared 
1th regard to district organization. 
No significant difference between the interests of elemen-
ary superintendents and co~bined district superintendents 
ppeared with regard to district organization. 
Jince secondary school superint~ndents function frequently 
n the role of high school principal as well, and since a major 
unction of many high school principals is involvement in the 
lanning of the master schedule of the building, it would follow 
hat such a task would tend to fall on many secondary superin-
endents. This fact would be particula~ly true in single building 
istricts. Recognizing this fact, the position offered in the 
,....-_ ---------------··--· --~~"--. I 70.
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'previous category would apply again. That is, altnough the 1 
rqtionale for similarity in job demand and job interest does not 
appear, the fact that some similarity does exist s1&,erns clear. 
rt should be added that recent interest in both data processing 
and flexible modular scheduling may have contributed to the result! 
in this category. I 
Although virtually no statements demonstrated significant 
difference at the .Ol level of confidence, certain patterns of 
difference do appear which are worthy of mentioning. To begin 
witht combined district superintendents generally rated their 
interests lower on the questionnaire in most respects than secon-
d~ry, ~lementary, or unit district superintendents. The chore of 
serving two or more boards of education with the accompanying 
douole duty of meetings, budget preparationt and many other duties 
may be of such a magnitude as to debilitate interests. Perh9.ps 
serving two or more school districts leaves little time, energy, 
or patience for the development and pursuance of job interests 
or anything beyond a perfunctory level. 
The pattern of difference just described was even more 
ccentuated between combined district superintendents and unit 
istrict superintendents with combined being lower. Speculation 
1ight have concluded that unit districts and combined districts 
Tould present much the same problems since they normally include 
rades kindergarten through twelve. rhe fact that combined dis-
rict superintendents are faced with the douole duty mentioned 
~ 
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I , i I ea.rlier seems to have a much greater impact than _previously sus-
pee ted. 
category: Total Student Enrollment 
Job 8t9.tement 
22 
JO 
Table 13 
Low ~nrollment Vl!I. High ~nrollment 
Low enrollment Mean 
J.40 
J.20 
High Enrollment Mean 
2.17 
1.87 
The analysil!I of priorities (job interest) with respect to 
the enrollment (Table lJ) revealed two l!ltatements which demon-
strated significant difference. Superintendents working in dis-
tr1cts of low enrollment indicated a higher interest in ordering 
supplies, equipment, and materials (Statement 22), and 1n plan-
ing students' class schedules (Statement JO) than did super1n-
t~ndents working in districts with high enrollment. That ls, 
as the enrollment decreased the interest in these areas increased 
to significance at the .01 level. 
'rhls finding seemed consistent with the previous categorie.! 
on interest. That is, a pattern seemed to be emerging which 
indicated some relationship between significant difference 1n 
job demand and significant difference in job interest. Again, 
the data do not allude to a reason for such a difference and the 
several possibilities posited earlier would still apply. This 
44 hl#J 
' ,, 
potential relationship brings to light a dimension which might 
well provide the basis for another research study. 
In the earlier discussion pertaining to job demands relative 
to enrollments, it was noted thBt superintendents emµloyed in 
l<irge school districts tend to have greater demands placed upon 
them for public relations. Also, these same men have a greater 
demand placed upon them for directing the work of administrative 
assistants. The same pattern is apparent with regard to job 
priorities. Superintendents employed in large districts indicate 
a greater interest in public rel9. tions and directing their 
assistants. In addition, these men demonstrated a higher inter-
est in communicating with the faculties. In short, it appears 
that the large district superintendency differs from the small 
district primarily in the amount of effort directed at com:nunica-
ting. Fortunately, the interests of these men tend to lie in 
the same direction. 
It should be pointed out that superintendents of small 
districts indicated generally lower interests in their duties. 
Such an indication may be the result of the broad range of duties 
performed by the superintendent. Having infrequent opportunities 
to be an educational specialist, it follows that the interests of 
small district superintendents will likely follow a rather even 
pattern. 
One other aspect of this cgtegory should be mentioned. In 
t_e_d_i_s_c_u_s_s_i_o_n_o_f_t_h_e_c_a_t_e_g_o_r_y_o ... f_m_e_d_i_a_n_f_a_m_i_l_y_i_n_c_o_m_e_r_e_f_e_r_e_n_c_e __ 
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to career line and status as interests which might not surface 
in a study such as this was made. These forces should be noted 
as possibilities again with refer~nce to district enrollment. 
More specifically, some men may possess an interest to be chief 
executive of a large district as opposed to a s:naller one as an 
avenue to status and success. 
category: General Community Educational Posture 
' 
I 
··'1:1 
!i 
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Conservative vs. Progressive 
Job St9.tement ConservAtive Mean Progressive !>'1ean 
35 2.71 2.12 
·-------------------------------------··-
'rhe 3.nalysis of priorities (job i!1terest) with respect to 
th~ co~Ylfilunity educ~tional posture (Table 14) revealed one state-
ment which demonstrated significant difference. Superintendents 
working in communities perceived as conservative indic~ted a 
significantly hlgh~r interest in 1aaintaining financial records 
( Jtr-i te::::ient 35) than do sup~~rintend~nts employed in ;nore prorsres-
sive rUstricts. 
al though this same sta te~rien t was not slgni f leant with r~gard 
to jo'~J demand, it r11d approach significance. The use of the term 
conservative could very well have implied financial conservatism 
to some of the respon1ents. If this were the case then their 
ten1ency to work hsrder at maintaining financial records and 
11 
1l1I I·, 
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'their significantly higher interest in doing so could be the 
result of their sensitivity to community pressure for spending 
sparingly. This apparent interest could very well be in the form 
of interest in "not being fired" because of ciistrict fiuancis.l 
(lifficulties. 
This notion finds adaition~l support in the fact thRt 
. 
sup~rir.tendents working in conservative communities 1ndic8ted 
8. hic;her interest in keeping a watch on the school district 
bwl~et and in planning for the annual school district budget. 
Although these statements were not found to be significf::lnt, 
they were consistent with Statement 35 which is reported here. 
Category: .Percentage of Negro 1-'opula tion 1!:! Schools 
Table 15 
Low Percent9ge vs. High Percentage 
Job Statement High Percentage Mean Low Percentage Mean 
The analysis of priorities (job interest) with respect to 
lthe percentage of Negros in the schools (Table 15) revealed no 
statements which demonstr3ted significant difference at the .Ol 
1,-vel. 
That a significant difference exists should not be dismissed 
so readily in regard to thi3 C9tegory. The aura of racial strife, 
!the interest e.nd thrust toward integration, plus a myriad of 
..--- ------------· ··-· ---·-·-~--~·· ,, , ,.- ..... "- I r 75-i I 0 wer forces must certainly bear on the attitudes and interests of i 
ischool administrators just as they do with other sectors of the 
American work force. Just because significant differences do not 
appear from one closely drawn questionnaire should not allow a 
quick conclusion that differences do not exist. Given another 
set of statements for responding, a varying picture could nf1Ve 
e:nerged in regard to this aspect of American upheaval. 
It seemed that with respect to job pressure and expectations, 
the r8cial issue would be a driving force as well. And since a I 
pattern of similarity seemed to be emerging in this study with 
reg~rd to urgencies and priorities, it seemed logical to conclude 
any force having a potential bearing on job dema~d might well 
h~ve some bearing on job interest. In the analysis set forth in 
section one pertaining to job demand as related to percentage of 
Black students in the schools, it was indicated that superintend-
ents employed in districts having an increased percentsge of 
Blr:icks have a greater demand pl3.ced upon them to communlc<:i te 
with both their student body and the community. This pattern ls 
con.firmed with respect to job priori ties (interests). rha t is, 
superintendents e~ployed in Black communities indicate a height-
ned interest in the responsibility of communicating. 
Another dimension which must be touched upon is the degree 
o which the challenge of integration and Black-White relations 
ttracks some men to certain superintertdencies. It is, therefore, 
uite probable that men who seek out positions in Black communi-
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ti~s understand the proble~s of communication to be faced. Their j 
interest in 3.ddres3ing and resolving these problems may contribute 
to their desire to fill such jobs. 
category: Prevalence of Student Activism 
Table 16 
High Prevalence vs. Low Prevalence 
Job .3tatement High Prevalence Mean Low Prevalence Mean 
22 2.45 3.00 
The analysis of priorities {job interest) with respect to 
the prevalence of student activism (Table 16) rev~aled one state-
ment which demonstrated significant difference. Superintendents 
working in districts having a high prevalence of student activism 
indicated a significantly lower interest in ordering supplies, 
equipment, and materials (State;:nent 22) than did superintendents 
working in districts having a low prevalence of student activism. 
It is difficult to imagine an explan~tion for a relation-
ship between student activism and ordering supplies, equipment, 
and materials. It is more likely that this is the result of 
job demand as related to either community nature or enrollment 
br a combina. ti on of them. 'rha t is, small rural commun1 ties 
have fewer incidents of student activism while at the same time 
~he superintendents working in these communities have a greater 
rlt"!mancl placed upon them for ordering. 'rhis demand would be a 
' ! 
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function of lack of support personnel. In short, it would seem 1 
that student activism has little bearing on Job interest of the 
superintendent as the data might indicste, and that the preva-
ience of student activism is itself the result of other factors. 
'fhe role of the principal both in terms of urgencies and prior-
ities might well be the one upon which student activism has the 
gre8.tcst effect. 
The superintendent is affected more subtly and in broader 
terms by student activism. tle f~els greater pressure from com-
munity groups and individual parental complaints. while the 
school principal may have to take immediate action in dealing 
with students, the superintendent likely must face the results of 
such turmoil. Examination of the data on interests discloses 
a pattern of priori ties which t~nd:!! to parallel the demands of 
the Job just outlined, It is again fortunate that the interests 
of superintendents lie in the same direction as the demand:! 
placed upon them. 
Category: Prevalence of Adult Pressure Groups 
Table 17 
H1gh Prevalence vs. Low Prevalence 
Job Statement H1gh Prevalence Mean Low Prevalence Mean 
The analysis of priorities {job interest) with respect to 
~~ ...... ,.--------·--------····---···--·--- -- . 
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!the prevalence of adult pressure groups (Table 17) 
I 
revealed no 
statements which demonstrated significant difference at the .01 
level of confidence. However, the data did show an increqsing 
111 tere st in meeting with comfllun1 ty pressure groups as the preva-
ience of such groups in the community increased. Perhaps these 
!superintendents by nature or habit enjoy confrontation. It may 
be a rational acceptance of a situation which cannot be altered 
'lnd these .same superintendents may be masters at adapting their 
interests to their job. Such adaptation and tolerance may not 
be inconsistent with the entire spectrum of the superintendency 
as it seems beset with problems and challenges to be met virtu-
ally daily. Superintendents must develop a high tolerance in 
the face of problems and criticisms. The situation regarding 
community pressure groups and the tendency to be interested in 
the situation may well be just another indication of this ability 
to adjust to the prevailing forces. 
Category: Population Stability 
rable 18 
High Stability v~. Low Stability 
Job Statement High Stability Mean Low Stability ~ean 
22 2.00 
The analysis of priorities (job interest) with respect to 
the popul~tion stability (Table 18) revealed one statement which 
,,-- -~·------- ------···------"'·----
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rle~onstrated significant differ~nce. 3uperintenaents working in 
districts of high population st~bility indicated a signific~ntly 
h1e;ner interest in ordering su}:;plie s, equipment, and ID8 teri'i.ls 
(3tatement 22) than did superintendents working in districts of 
low population stability. 
·rhis finding is consistent with the pattern that has emerged 
with respect to job priorities. Specifically, job demands of the 
isuperintendency closely parallel the job interests indicated by 
superintendents. In section one, the analysis of job demand with 
respect to popul~tion stability revealed no statements of signif-
leant difference. ~1th the exceptions of the statement about 
ordering supplies, no other statements de~onstrated significant 
difference at the .Ol level of confidence. It is even question-
able whether populqtion stability can be substEmtiated as the 
causal f~ctor in the increased interest in ordering supplies. 
It does seem a relationship might exist between community 
nature and di strict enrollment with respect to POilUl'l ti on stabil-
ity. More specifically, small rural com::mnities tend to be more 
stsi.ble than suburban commun1 ties. ·rherefore, an analysis of 
rural di.strictl!, an analysis of small districts, and an a:Cllysis 
of st~ble population districts is likely to yield many of the 
same results with respect to job demand and job interest. 
In section one, the n~~ii for added efforts in commun1c8t1ng 
with the community in highly mobile Rreas wqs presented. The 
.; 'l t8. regarding priori ties a err:onstra te a similar pattern. 
L ----~--~------~----------~------------------------------------~---' 
, , 
I, 
. 
" I' 
',I 
,,..-: _______ ~--~--~----~--------~~~--~-------~801 
. ~ I 
lauperi~tendents employed in highly mobile districts indicated a j 
hi~her interest in speaking before groups of people, publicizing 
the work of the district, and coordinating bond and referendum 
155u~s. Although these inter~sts were not statistically signifi-
cant, collectively they underscore the notion that th~re is 
gre9ter interest in communicating with the public by superinten-
dents working in highly mobile communities. Such a pattern 
clo3cly parallels the pattern identified with respect to job 
demand and population stability. 
It is fortunate that super1.:1tendents are aware of these 
suotle differences and th8t they address themselves to the 
challenge of communication. Such efforts undoubtedly pay divi-
dends when community understanding and support are to be 
solicited. 
Summary of clection Two 
A review of the nine categories under which priority (job 
interest) was analyzed disclosed several areas of significant 
variance • 
.SuperintencJents working in rural districts indic"lte some-
whqt different priorities than those working in either suburban 
or urban districts. Hural district superintendents place a 
nigher priority on ordering supplies, on maintaining financial 
records, e.nd on planning students' schedules. 
Superintendents working in secondary districts indici:ite a 
I 
small variance 1n pr1or1ties from those working in unit districts. I 
11! 
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!secondary superintendents place a higher priority on planning I 
!students' schedules. j 
Superintendents working in high enrollment districts indi-
cated some differences in priorities from those in low enrollment 
districts. They place a higher priority on ordering sup,,lies 
and on planning student schedules. 
Superintendents working 1n conservative communities show a 
difference in priorities in one area from those in more pro-
gressive communities. They place a greater priority on main-
taining financial records. 
whether these interests are a result of the job demands and 
responsibilities faced is difficult to ascertain. To be sure the 
respondents seemed to indicate an interest parallel with their 
respective duties. The other categories studied revealed little 
or no significant difference at the .01 level which could be 
logically supported as a relationship. 
Based on the findings of Section Two, null hypothesis II 
is rejected at the .01 level of confidence. The data indicate 
that the superintendents' perception of priorities ~ vary 
significantly according to school district type. 
Section Three - Examination of Hypotheses III and IV: 
The superintendents' perceptions of their strengths 
will not vary significantly according to 
school district type. 
The superintendents' perceptions of their weaknesses 
will not vary significantly according to 
school district type. 
~ ,.--------------------82.'! 
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lcategory: Nature of the Community 
Table 19 
Nature of the Community 
No items were found to be significant at the .Ol level. 
The analysis of strengths and weaknesses with respect to 
thP, nqture of the community (Table 19) revealed no statements 
which demonstrated significant difference at the .01 level of 
confidence. 
Although in several instances differences in superinten-
dents• perceptions of their strengths and weaknesses are evident, 
in no case did they reach the confidence level established for 
this study. For example: urban superintendents saw themselves 
as stronger than suburban and rural superintendents in speaking 
before groups of people while rural superintendents saw them-
selves as weaker than both suburban and urban superintendents in 
this regard. In neither case 1s the difference significant at 
the .01 level of confidence. Urban superintendents also perceive 
the~selves as stronger than either rural or suburban superinten-
dents in pcirtic1pat1ng in national educational affairs, confer-
ring with individual administr~tors, cutting red tape, communi-
eating the objectives of school districts, and meeting with 
individual teachers. Rural superintendents perceive themselves 
as stronger than either urban or suburban superintendents in j 
: I 
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~ttending school functions such as plays, maintaining f1nanc1al 
records, and keeping a watch on the school district budget. 
Finally, suburban superintendents perceive themselves as stronger 
l 
than urban and rural superintendents in meeting with groups of 
adm1n1strators and 1n assisting the PTA. 
A compe.rison of these perceived strengths with the job 
urgencies and job priorities indicated by these men reveals an 
important fact. Virtually the exact same differences were found 
in terms of job urgency (demand) and job priority (interest). 
Spec1f1cally, superintendents having a high demand for a certain 
responsibility also tend to indicate a high interest in that 
task and perceive themselves as strong in the performance of 
that task. It would seem, therefore, that either superintendents 
develop their perception of strengths based on the backlog of 
successful experiences they have had with a particular function 
or they tend to spend more time with duties they see themselves 
capable of handling well. It ls likely that both of these 
reasons account for the close similarity between perceived job 
urgency, job priority, and strength. The similarity discussed 
should contribute heavily to aphieving job satisfaction and a 
sense of accomplishment. Such satisfaction is indeed essential 
to the capability of continued effective service. 
Category: Median Family Income 
Table 20 
,,...-
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Low Income vs. High Income 
Job Statement Low Income Mean High Income Mean 
The analysis of strengths and weaknesses with respect to 
the median family income (Table 20) revealed no statements which 
demonstrated significant difference. 
The analysis presented in the previous discussion with 
reference to the category nature of the community and strengths 
or weaknesses applies to the category median family income, also. 
Although the number of statements for which significance was 
approached was considerably less, there were a few. Superinten-
dents employed in districts with high income perceived themselves 
as stronger in meeting with student groups than did superinten-
dents employed in low income districts. At the same time superin-
tendents employed in high income districts perceived themselves 
as weaker in ordering supplies, equipment, and materials, and in 
maintaining financial records than did superintendents employed 
in low income districts. In the analysis of job demands presented 
earlier in this study, it was noted that superintendents employed 
in high income districts had a lower demand placed upon them for 
ordering supplies. The data also demonstrated a tendency for high 
income district superintendents to have a lower demand placed 
."" 
upon them for maintaining financial records. It is likely, there-
1 
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fore, that the fact that high income district superintendents 
perceive themselves as weaker with respect to these two state-
ments is because they have had less experience in dealing with 
such duties. 
Again a pattern of slmil.~rity between job demand and 
perceived strengths emerged. It might prove worthwhile to seek 
the particular strengths school boards in wealthy communities are 
searching for and then compare these with a listing of strengths 
sought by boards of education in communities of less wealth. 
Category: District Organization 
Table 21 
District Organization 
No items were found to be significant at the .01 level. 
The analysis of strengths and weaknesses with respect to 
the district organization (Table 21) revealed no statements which 
demonstrated significant difference at the .01 level of confi-
dence. 
Although a few statements approached significance with 
respect to strengths or weaknesses, in no case was the .01 level 
of confidence reached. It seemed, however, that surely secondary 
school superintendents would have a stronger background in secon-
dary education both in training and experience. It also seemed 
that elementary school superintendents would have a stronger 
,.,.,.--______________________________ --.-, 
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background in elementary education both in training and experience. 
In the analysis of job priorities (interests) presented in 
section two it was noted that combined district superintendents 
indicated interests which were generally lower than secondary, 
elementary, or unit district superintendents. In that same 
analysis it was observed that the chore of serving two or more 
boards of education may in fact diminish interests. The chore of 
serving two boards of education may at the same time reduce the 
opportunities for building strengths through a series of success-
ful experiences. 
With the exception of the differences cited so far, it 
~ppears that secondary, elementary, and unit district superinten-
~ents perceive themselves as fairly equal with respect to stren-
~ths and weaknesses. This finding is consistent with the earlier 
ones pertaining to minimal significant differences between secon-
dary, elementary, and unit district superintendents ln either job 
urgency (demand) or job priority (interest). Such a finding 
further supports the notion that strengths develop as a result of 
experience from the performance of duties •. Therefore, it can be 
concluded that little difference in duties results in little 
difference in strengths which is what the data indicate. 
Category: Total Student Enrollment 
Table 22 
Low Enrollment vs. High Enrollment 
statement Low Enrollment Mean High Enrollment Mean 
Jl 2.12 J.47 
The analysis of strengths and weaknesses With respect to 
total student enrollment (Table 22) revealed e>ne statement which 
demonstrated significant difference. Superi:n:tendents working in 
districts with high enrollments perceived themselves as signifi-
cantly stronger in pa.rticipg.ting in educatio::rla.l affairs at the 
(Statement 31) than do superi:r1:tendents working in 
lower enrollments. 
Although the data do not disclose an ex~1.a.na.tion for this 
are several possible explar>.BJ.tions under consid-
La.rger school districts are likely 'to carry with them 
.. greater influence and power in effecting char>.ge at the national 
'level and this makes such involvement more rea.dily attainable for 
:the superintendents of those districts. Ano-t.h.er factor could be 
who obtain superintendents posi t:1..ons in large dist-
part obtain such positions as a r-esult of their 
and experience at the national leve.1. and their continued 
may be a carryover of previous involvem~ri.t. It is possible, 
that boards of education in larger dist:r:1.. eta expect greater 
educational affairs s:1..nce the impact of 
legisla t1on is often more keenly fe1 t by them. 
The data relative to job demand failed 'to support this notion 
a pattern approaching significance :1.s evident. Also, 
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superintendents worki?l8; in lqrger school districts indicated a 
greater interest in national educational affairs though such 
interest was not statistically significant. 
It is certainly clear that a relation exists between job 
demand, job interest, and strengths and weaknesses. The data have 
demonstrated repeatedly that superintendents perceiving themselves 
as strong in certain administrative duties, tend also to be more 
interested in these duties, and find these same duties as their 
prime urgencies. Such a pattern should present a basis for assum-
ing a relatively high degree of job satisfaction. 
Category: General Community Educational Posture 
Table·23 
Conservative vs. Progressive 
Job Statement Conservative Mean Progressive Mean 
13 3.38 4.lJ 
The analysis of strengths and weaknesses with respect to 
general community educational posture (Table 2J) revealed one 
statement which demonstrated ·significant difference. Super1nten-
dents working in conservative communities perceived themselves as 
significantly weaker in the area of participating in state or 
local educational organizations (Statement 13) than superinten-
dents working in more progressive districts. 
That difference may have something to do with •not making 
11 
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Superintendents whose communities tend toward maintain-
ing the status quo may feel compelled to leave well enough alone 
at the state level as well. It should be noted, too, that such 
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a difference might well be uncontrollably influenced by the amount 
of time the superintendent has available for such involvement, the 
interests of the school board in such affairs, and the experience 
the superintendent had with such involvement prior to obtaining 
his current administrative position with that particular district. 
A closer look at the data revealed superintendents employed 
in educationally progressive districts as perceiving themselves 
as stronger in speaking before groups, meeting with community 
pressure groups, and representing the district through participa-
tion in service groups such as Kiwanis. Such a pattern demon-
strates greater strength in community relations. If it is accep-
ted that an educationally progressive district ls one in which 
change is occurring, then having a superintendent with particular 
strength in community relations is highly desirable. It is quite 
possible, however, that superintendents with strength in community 
relations cause districts to change their posture from conserva-
tive to progressive since they not only subscribe to educational 
change but have confidence in their ability to effect such change, 
Category: Percentage of Negr~ Popul~tion 1n Schools 
Table 24 
Low Percentage vs. High Percentage 
""~~--~--: 
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J Job Statement Low Percentage Mean High Percentage Mean 1 
the 
The analysis of strengths and weaknesses with respect to 
percentage of Negro populqtion in schools {Table 24) revealed 
no statements which demonstrated significant difference at the 
• 01 level. 
In fact the data do not give any indication of a single job 
st9tement which even approaches significance. It ls difficult to 
imagine that there ls not some variance in the way superintendents 
perceive their strengths and weaknesses which provides for some 
men to accept the challenge of districts which are potentially 
hotbeds of racial disturbance. Racial disturbance coupled with 
federal pressures for mass integration of stuoent bodies and 
faculties poses some rather complex problems for school adminis-
trators. 
In the analyses of job demand and job interest with respect 
to percentage of Negroes in schools, it was observed that superin-
tendents employed in districts with high Black enrollments have 1 
greater demands on their time. in communicating with the community. I 
In particular they indicated a greater demand in speaking before 
groups, meeting with community pressure groups, and meeting with 
student groups. At the same time, these men indicated a greater 
interest in these duties. A closer look at the data relative to 
Black popul~tion revealed superintendents in districts with great-
911 r, 
: ler Black population as perceiving themselves as stronger in commun~ 
icat1ng with parents and students. Whether such strength results 
from additional experience or whether men with these strengths 
gravitat~ to jobs where their talents will be utilized is not 
clear. It is clear that the pattern of similarity between job 
demand, job interest, and job strength is once again demonstrated. 
Category: Prevalence of Student Activism 
Table 25 
High Prevalence vs. Low Prevalence 
Job Statement H1gh Prevalence Mean Low Prevalence Nean 
The analysis of the strengths and weaknesses with respect to 
the prevalence of student activism (Table 25) revealed no stAte-
ents which demonstrated significant difference at the .Ol level. 
ere as with the previous category analyzed virtually no statement 
ven approached significance at the .01 level of confidence. 
owever, the ability to cope with some of the problems of student 
nrest certainly require unique skills and patience which even the 
ren who possess them may be unaware. 
'rhe one job statement which came closest to demonstrating 
ignif1cant difference was meeting with community pressure groups. 
uperintendents in districts with a high prevalence of student 
ctivism indicated a great~r strength in meeting with such groups. 
~I 92! 
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'This ls consistent in that these men also indicated both a grea.t- j 
er demand and greater interest in that statement as well. 
rhe pattern of similarity between job demand. interest. and 
strengths should contribute neavily to employment and recruiting 
practices. Men who have experience in performing certain duties 
also tend to hold higher interests in such duties and have greater 
confidence in themselves with respect to such duties. The impor-
tance and critical nature of a man's experience should not be min-
1mized when the selection of a superintendent is facing a board 
of education. 
Category: Prevalence of Adult Pressure Groups 
Table 26 
High Prevalence vs. Low Prevalence 
Job Statement High Prevalence Mean Low Prevalence Mean 
9 4.42 J.89 
The analysis of strengths and weaknesses with respect to 
the prevalence of adult pressure groups (Table 26) revealed one 
statement which demonstrated significant difference. Superinten-
dents working in school districts with a low prevalence of adult 
pressure groups perceived themselves as significantly weaker in 
recruiting certified staff members (Statement 9) than did super-
intendents working in districts with a high prevalence of adult 
pressure groups. 1. I 
I, 
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This is a surprising discovery. Such a relationship cannot 
be readily attributed to either enrollment variances or nature of 
the community as these factors would likely produce the reverse 
in results. It is conceivable that superintendents who feel the 
pressure of various community groups are more inclined to be 
selective and aggressive in th~1r hiring practices as they attempt 
through staffing to relieve some of the community assault. It ls 
certainly feasible that the effect of community pressure could be 
observed in extreme caution in budget, curriculum revision, or 
srny number of other aspects of the total school opera ti on, as 
lwell. 
Superintendents in districts with a greater prevalence of 
1commun1ty pressure groups also perceived themselves as stronger 
in dealing with community pressure groups than did other superin-
tendents. Although the difference was not significant statisti-
cally, it was significant since these men likely have more confi-
dence in their ability to cope with community pressure groups. 
Confidence is surely vital if such problems are to be faced 
regularly and without discouragement. Such confidence would also 
indicate a reasonable history of successful experiences in dealing 
with such groups. It might also be mentioned that a history of 
successful experiences with particular challenges may cause men 
to gravitate to other job situations where similar challenges 
will present themselves. 
Lategory: Populqt1on Stability 
r 
Table 27 
High Stability vs. Low Stability 
,~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 
j Job Statement High Stability Mean Low Stability Mean 
I The analysis of strengths and weaknesses with respect to the 
fpopulation stability (Table 27) revealed no statements which 
demonstrated significant difference at the .01 level of confidenc~j 
The notion was posited earlier that although no significant I 
ifferences existed in terms of urgencies and priorities with 
espect to population stability, it was likely that there were 
certain subtle differences. In particular, a mobile community 
presented unique problems in keeping the community infor3ed and 
in obtaining their support. The stable co~munity presented 
nique problems in dealing with an established power structure. 
f these observations are re~sonable then it follows that the 
uperintendents in such co1:.ununitles must bring with them some 
nique strengths to deal with th~se variant problems. If this 
is not so to a significant degree as established for 
his study. Therefore, it is concluned that the differences in 
trengths may, in fact, be just as subtle as the differences in 
....... --~~ of Section Three 
A review of the nine c~t~gories under which strengths and 
rl------------------------951 
!weaknesses were analyzed disclosed the following categories in I 1 
!which a significant difference exists: 
I Enrollment 
Community Educational Posture 
Prevalence of Adult Pressure Groups 
j 
!These c~tegories seem to have so~e relationship to strengths and 
J 1weaknesses even if only slightly. 
I In general, it must be said that superintendents see them-
selves as equally capable in ~ost aspects of their role as chief 
executive officer. 
Based on the findings of this section lli:!.11 hypotheses III 
and IV ~ rejected at the .01 level of confidence. The data 
indicate that the superintendents' perception of their strengths 
or weaknesses do vary significantly according to school district 
Section Four - ExamlnRt1on of Hypothesis V 
The superintende~ts' perception of 
urgencies and priorities 
will not reveal any 
sign1ficqnt disp.'lrities. 
I I The an3lys1s of the data through use of the rank-difference 
'method of correlation was employed for hypothesis V. A coefficl-
ent of correlation of .67 was the result with an N of 48 and (n-2) I 
degrees of freedom. This result was significant at the .01 level 
for the compiled data of all superintendents reporting. 
Such a result ls not entirely a surprise in light of the 
~tterns which emerged in conjunction with Hypotheses I and II. 
r 
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l jThat is, lt was not uncommon for significant differences in 
I 
'similar statements to appear both ln terms of urgencies (job 
demand) snd priorities (job interest). In fact, the four state-
ments ranked highest ln urgency also ranked in the top six as far 
ss priority, and five of the lowest six ln urgency are also ln the 
lowest six of priority. It would seem, therefore, that superln-
tendents should be reasonably content in their roles since their 
duties are closely ln concert with their interests. Whether this 
is a function of adapting to a job, altering the job to meet 
interests, or careful job selection ls not clear from this study. 
It should be noted, however, that some isolated disparities 
id exist. Negotiating teachers• salary schedules and welfare 
eneflts was ranked in the top six in terms of job demand while 
it was ranked in the bottom six in terms of job interest. This 
'statement evidenced the greatest disparity. In addition, superin-
tendents indicated little job demand for meeting with student 
roups and yet they also indicated a high interest in this 
particular aspect. Finally, the superintendents indicated a 
r1gh demand for dealing with correspondence while indicating a 
low interest in this task. 
It should be pointed out that contributing to the high 
rgency rank of negotiating teachers• salary schedules and welfare 
enefits might have been the tirne of year in which the d::i.ta were 
ollected. Spring is usually the time of year when most districts 
re heavily engaged in developing salary schedules and related 
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t fs accepted at the .01 level of confidence. 
Sased on the findings of Section Four, null hypothesis y 
The data indicated 
that the superintendents• perceptions of urgencies and priorities 
will not reveal any significant d1sp~rities. 
-
The following chapter (V) will represent a su:mn~ry and 
!corresponding conclusions which were drawn from the data and an 
f 
rnal.vsis o~ them. As this pRper has been written, preliminary 
summaries have been made along the way. The next chapter will 
lso provide an opportunity to review certain aspects of this 
study which have implications for further study. rhese seem to 
e numerous, important, and in considerable need of additional 
xploration. They are beyond the scope of this study in any way 
,xcept as implications for further study. 
1 I 
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Chapter V 
SUMMArlY, CONCLU.:HONS, AND IMPLICATIONS 
A. Summary of Findings 
The principal findings of this investigation may be summar-
ized by reviewing the results of the analysis of significance and 
correlation in terms of the five hypotheses. 
Hypothesis I: The superintendents• perceptions of urgencies 
(job demands) will not vary significantly according to school 
istrict type. Hypothesis I was rejected. 
The urgencies 1 (job demands) of the superintendency are not 
onstant for all school district types. Differences in those 
job demands will vary according to certain situational factors. 
v3riance also exists ~s to which situational factors have a 
reater or lesser bearing on job demand. 
ttipothesis II: The superintendents• perceptions of prior-
ties (job interests) will not vary significantly according to 
l 
kchool district type. Hypothesis II was rejected. 
I j rhe priorities (job interests) of superintendents are not 
~onstant for all superintendents in all school district types. 
~ifferences in interests will vary according to certain situation-
~l factors. A variance also exists as to which situational 
ractors have a greater or lesser relation to job interest. 
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f Hypothesis fil: The superintendents' perceptions of their I 
f strengths will not vary significantly according to school district I 
i I type. Hypothesis III was rejected. 
The strengths of superintendents are not constant for all 
superintendents in all school district types. Differences in 
strengths will vary according to certain situational factors. 
~ variance also exists as to which situational factors have a reater or lesser relation to job strengths. Hypothesis IV: The superintendents' perceptions of their 
weaknesses will not vary significantly according to school distric 
type. Hypothesis IV was rejected. 
The weaknesses of superintendents are not constant for all 
superintendents in all school district types. Differences in 
weaknesses will vary according to certain situational factors. 
variance also exists as to which situational factors have a 
greater or lesser relation to job weaknesses. 
Hypothesis V: The superintendents' perceptions of urgencies 
and priorities will not reveal any significant disparities. 
Hypothesis V was confirmed. 
The job demand of the superintendency p9rallels highly the 
job interests of superintendents. 
B. Discussion of Findings 
The discussion of the findings which follows will attempt 
to relate the situational factors which contributed to the 
emergence of the findings outlined above. It should be noted 
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' !that the situational factors employed in this study do not repre-
1 
I 
sent an ex.haustable list. 
Hypgthesis !: A difference in urgency (job demand) emerged 
~hen factors of community nature, median family income, districts• 
organization, enrollment, community educational posture, percen-
tage of Negroes 1n schools, student activism, and adult pressure 
roups were considered. Population stab~l1ty is not a significant 
actor. Although the statistical analysis indicates many factors 
of import, their respective degree of effect ls difficult to 
scertaln because of overlap. This study indicates that the 
single factor having the greatest implication for job demand ls 
istrict enrollment followed closely by community nature (rural, 
rb~n. suburban). 
It appears that all of the other factors either contribute 
determination of job demand or their effect ls 
related to and a part of some other fsctor. 
Hypothesis II: A difference in priority (job interest) 
merges when factors of community nature, district organization, 
nrollment, community educational posture, student activism, and 
opulation stability were considered. Median family income, 
ercentage of Negroes in schools, and adult pressure groups are 
ot significant factors. As ~entioned earlier there exists a 
ttern of consistency between job demand and job interest. 
this is a function of men gravitating to jobs based on 
heir individual interests or whether it is a function of men 
r jadapting to the job demands and responsibilities placed upon 
!them is not clear from this study. Another possibility of 
lcourse, is that the men alter the demands of the jobs to more 
!closely fit their interests. In any event there is some similar 
I jsituations and some difference in interests between ~en working 
lin different situations. 
I Hypotheses !.!! ~ IV: A difference in strength and weakness 
f e:nerged wh.en factors of enrollment, educational posture, and 
1adult pressure groups were considered. Nature of the com.Inunity, 
median family income, district organization, percentage of Negroes 
11n schools, student act 1 Vi s:n, and po pula t 1 on sta b111ty were not 
1significant factors. Although there are relatively few items in 
hich a significant difference appe3red, the fact remains that so 
ifference does exist. why some men see themselves stronger ls as 
uch a matter open to conjecture as is the matter of the pattern 
of similarity which evidenced itself between job demand and job 
interest. It is conceivable that the perception of strength and 
ealmess is directly rel1:1ted to having or not having experience 'in 
particular area. why certain superintendents have gained such I 
xperience while others have not is not clear. However, specu-
lation might indicate it is an indirect demand of their position 
elt more from without than from within. That is, the pressure 
to participate in state and national educational affairs may be 
ore a function of status in the educational world as opposed to 
pressure from the local school board. It is possible, too, that 
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have l Isome superintendencies are obtained, in part, by men who already achieved a status in the educational world which some 
school boards see as bringing status to their communities. 
Hypothesis V: That a high correlation exists between job 
demand and job interest should not be surprising. Such a pattern 
began to appear early in the analysis of the data. The statisti-
cal analysis of Hypothesis V seemed only to confirm the observa-
tions. with the exception of negotiations, meeting with student 
groups, and dealing with correspondence what superintendents do 
closely parallels what they like to do. That the role of the 
superintendency closely parallels the interests of the superin-
tendents is indeed fortunate if the superintendency is to afford 
measure of satisfaction commensurate with a role beset with 
problems and pressures. At the risk of reiteration the question 
still remains as to whether the men have altered the job to meet 
their interests, have altered their interests to meet the job, or 
ave been very cautious in the selection of a job in keeping with 
their interests. It is likely that all of these considerations 
ave come to bear in the significant correlation which exists. 
c. Conclusions 
Early in this study, several needs for making this study 
ere indicated. It would seem appropriate at thls point to refer 
o those needs as they represent and relate in general to the 
onclusions about to be presented. 
Superintendents: Inasmuch as this study has established that 
i--- lOJ 1, 
~ariable Job situations present variable job demands filled with , 
en having variable job interests as well as variable job ! 
eaknesses, and interests and select job situations appropriate 
to that assessment." Since this study supports the notion of 
ariabillty in Job demand, Job interest, and strength and weak-
ess, it follows that the need posited in the beginning must be 
eemphasized~ 
If it is concluded, as it must be, that the superintendents• 
position ls not a constant but is rather a "role" subject to a 
ariety of situational factors effecting that role, then a warning 
to candidates must be noted if in fact job selection is to result 
in not only a reasonable degree of success but a reasonable degree 
of satisfaction. Leadership must be provided in a time of in-
t
lcreasing ~tudent activism, teacher militancy, and community 
eslstance to rising costs which will see us through the difficult 
1mes in which we are now involved and are likely to be for the 
ext several years. To the superintendent these pose a new set of 
problems and pressures which he must both meet and adjust to. 
Haphazard and random appointments of chief school officers have 
no rational place in public school education. 
School Districts: Careful appraisal of the job to be filled 
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i1s a concern facing school districts in their role of selecting 
l 
men to meet the specifics of the comrnun1ty they represent. Since 
this study concludes that variable job situations present rather 
iverse job demands filled by men with rather diverse job inter-
ests and strengths and weaknesses, it is vital that school boards 
ecognize these disparities and institute selection procedures 
commensurate with their individual situations. Hiring is as much 
function of employers as it is a function of employees. Mis-
atching men and positions will likely result in falling short of 
the degree of success desired by both the superintendent and the 
orn.munity. 
It may often be difficult for school districts to objectively 
lsce priority on their weaknesses. It is equally difficult for 
superintendents to admit to their personal weaknesses. How-
ver, this study concludes that such honesty is paramount to the 
-
rudent m~tching of men to jobs. Although job demands may change 
fter employment, and it may even be difficult to be fully cogni-
ant of present job demands because of certain vagaries in the 
job description, anything short of such honesty on both sides is 
antamount to deception and holds no rational nor professional 
lace in education. 
Universit~~: Universities and colleges engaged in the 
reparation of school administrators should conclude from this 
tudy that although general preparation does in fact contribute 
eavily, there are specific differences to which they might well 
r-- r 
lfocus additional time, talent, and energy. Superintendents 
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indicated negotiating teacher salary schedules and welfare benefit 
s among the highest of their demands and yet perceive negotiating 
s not only one of the areas in which they are least interested 
but also one of the areas of their greatest weakness. It would 
seem that such a finding has some very serious implications for 
graduate training and preparation. Several superintendents inter-
viewed felt that more of a concrete nature should be offered at 
the university level in the training of would be superintendents 
in negotiations. They also expressed a need for more of a con-
crete nature in professional workshops for men who were already 
in the superintendency since additional formal grB.duate training 
was unlikely and impractical. That the impact of professional 
egotiating has landed quickly and deeply is without question. 
That universities have kept pace with significant and meaningful 
training in regard to this dimension is a matter for each 
mi versi ty to examine for itself since there are perhaps differ-
ences in their respective offerings with regard to negotiations. 
·rhe entire area of strategies, labor law, contract writing, 
nd the dynamics of professional negotiations have been left much 
to the discretion of uninformed bo3rds of education counseled by 
equally untrained superintendents. Superintendents want and need 
~ ore than generalities and platitudes in this regard. They are in 
quest of the tools essential for practical application in such 
ominous and sometimes complex confrontations. To say that such 
~r---------------------------------------~-----------1-06__, 
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;feelings of inadequacy detract from a sense of job security and 
satisfaction is perhaps an understatement of the real position. 
In any event, universities must recognize and begin to cope 
with their responsibilities in terms of training. They must 
begin to more rationally appraise their graduates and screening 
committees. In no case can they absolve th~mselves from the many 
f~ilures in education which are appearing nationwide. Univer-
sities have a stake in training as well as a stake in rational 
nd realistic placement of their graduates. 
Finally-At the commencement of this study it was postulated 
hat "superintendents are not interchangeable parts." Let this 
t9tement now be expanded to include the notion th.at "superin-
endencies are not interchangeable." Superintendents and 
uperintendencies are complex, viable, and variable abstracts. 
o generalize about them ls at best a risky business. To apply 
o~mon grounds to them is often foolish and lacking in prudence. 
t is pri;nary that superintendents, school boards, and school 
~istricts carefully separate those aspects of jobs which suit 
~any men from those to which few men are suited. I The study which has been presented here has posited several 
potions which might well prove the basis for additional study 
bove and beyond this paper. The last section, which follows, 
ill highlight some of the implications for further study which 
ave surfaced as a result of this study. An attempt will be made 
o avoid implying what the results of those studies might be, and 
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I lany remarks made will be confined to notes upon the importance 
' 
of each. 
D. Implications For Further Study 
The results of this study suggest several areas for future 
research. Certainly, there ls a need to continue to seek the 
kinds of information which will make available a greater scope 
of information about superintendents and the superintendency. 
It would contribute to this study if it could be concluded 
that certain groupings of school district types tend to polar-
ize. For example: Do rural districts tend to be small in 
nrollment, poor in wealth, and conservative in posture? If so, 
hen some of the speculation on results would be supported. 
Also, the question of whether superintendents alter the 
job demand to meet their interests, whetner th~y alter their 
nterests to meet Job demands, or whether they are exceptionally 
autious in Job selection remains. Such a study could well be 
study in accomodation and might have some rather pointed 
mplications for all. 
It ls also noted in this study, that many superintendents 
ear the "hat" of principal 3S well as that of superintendent. 
t might be worth while to determine the factors which contrib-
te to the immediate separation of the two roles and to the 
esultant demands. 
The impact of student activism versus adult pressure on 
he superintendency as opposed to the same factors affecting 
' 
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j 
!the principa.lship is also a basis of additional study. Here is 
! 
i !encountered a case of direct and indirect impact on a job 
situation and role. 
The entire area of job status both 1n terms of position 
as well as money and power ls fertile ground for exploring a 
'basis of interest and strength. Such perceptions were not 
!overtly examined in this study but would seem to have some 
'impact on the total picture. I T~ ~plo~ent practices of school districts is stlll another 
!area in need of add1t1onal study. If districts need to carefully 
l 
select their chief administrator, then they must establish the 
lcinds of procedures and guidelines to insure such careful selec-
ti on. 
The ability of superintendents to retain their positions 
even though they may be experiencing great Ch'",nges in job demands 
would provide additional inform.3. tion with regard to the adapta-
bility of superintendents. I Since this study has indicated that the job demands of one 
'superintendency vary from those of another, it would be well to 
study the degree to which the.orientation of board members 
acquaints them with these demands. It would seem that such an 
orientation would be essential. 
An extensive examination of school board policies might 
provide information with regard to district job demands. Such 
a study might reveal a parallel between superintendents• percep-
I 
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~tions of job demands and the provisions set forth in the policy 
I ; ~anual. Of additional interest would be a study to determine 1 
lwhe ther additions and revisions to the district policies a.ccompany 
~ change in the job demands faced by the superintendent. 
f 
A clos~r look at the differences in job demands between 
secondary and elementary districts might well provide a clearer 
riew qs to the dispqrities which exist in these situations. 
I Add.i tional study in the area of superintendents• training, 
I . 
~xperience, and background could provide insights into the 
evelopment of their respective strengths. Such information might 1 
prove invaluable to universities. 
Finally. there seems a need to somehow further substantiate 
the findings of this study. The question of security and objec-
tivity of response by superintendents ls unquestionably a source 
f disconcertion. How many superintendents replied "safely?" 
rerhaps this ls impossible 
Jthlng here to uncover. It 
~nd query. 
I 
to uncover if in fact there is some-
ls surely food for additional thought 
I 
r 
I 
I 
I L_ .. __________ _..... 
r 
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Dear 
Ll!."TTER SEEKING COOPERATION 
~ 
SUPEtlINTENDENTS 
117 
May 1, 1970 
Enclosed. is a questionnaire regarding your perceptions of your 
position as a chief school administrator. You no doubt have 
many ~ore pressing and vital responsibilities requiring your 
time and attention than another questionnaire. My request will 
likely be an imposition on what must be a very busy schedule. 
I am hoping you will spare me about 20 minutes from that 
schedule to complete and return this form. The information 
gathered will form the basis for a doctoral dissertation 
exploring the similarities and differences in the position and 
the persons occupying the position of superintendent in the 
State of Illinois. 
It is becoming increasingly important that superintendents be 
more appropriately matched to job situations in which the 
likelihood for success is maximized. Preceeding on the premise 
that superintendents are not "inter-changeable" parts, such a 
study could have implications for job placement, recruitment, 
and current training practices. 
Your responses will be held confidential. If you are inter-
ested in some of the results please indicate this on the form. 
I would appreciate your returning the information to me by 
Friday, May 15. Your consideration of this request will be 
greatly appreciated. 
Yours truly, 
James Ee R1ebock 
,,,~,~--·,-·-------------------------1-18 __ __, .. l 
Questionnaire I 
' 
Please check one choice in each of the categories listed below. 
The areas checked should ref er to the district in which you sre 
now working. Your best estimate is requested. 
Nature of the Community: 
Rural Suburban Urban_ 
'Median Family Income: 
I Under $5,000 $5,000 - $9,999_ $10,000 ~ $14,999_ I $15,00-0 - $19,000_ $20,000 - $24,999_ $25,000 and over_ 11 
ID1strlct Organization: 
Elementary_ Secondary_ Unit Combined (Superintendent 
is responsible for two 
or more districts} ____ 
otal Student Enrollment: 
Under 500 500 - 999_ 1,000 - 1,999_ 2,000 - J,999 ____ 
4,000 - 7,999 ___ 8,000 - 15,999 ___ 16,000 - Jl,999 ____ 
32,000+_ 
eneral Community Educational Posture: 
Very Conservative___ Conservative__ Balanced __ 
Progressive____ Very Progressive ___ 
ercentage of Negro Population in Schools: 
0% - 5%___ 6% - 20%_ 21% - 35%___ J6% * 50%_ 
51% - 65%_ 66% - 80%_ 81% - 95%__ 96% - 100%_ 
revalence of Student Activism: 
Very Much_ Much 
-
Medium_ Little_ Almost None ___ 
revalence of Adult Pressure Groups: 
Very Kuch ___ Much_ Medium __ Little ___ Almost None 
I 
I 
. I 
,--------------------------------------------------------------~----; 119 . 
I 
!population Stability: 
Little Movement ___ Average Movement ___ Much Movement~ 
ssuming normal national distributions as a base, does your 
community have any unusually high concentrations of any of the 
following groups? 
Catholic~ Jewish~ Protestant___ Other(Specify)~~~~-
Please indicate the following information about yourself. 
Age~ Highest College or University Degree Earned~ 
Number of Years Total Experience as a 
Superintendent Including this Year~ 
lease .circle one choice in each of the three columns (I-Urgency, 
II-Priority, and III-Strengths & weaknesses). Your reactions to 
the given statements should be based on the descriptions of the 
arious options which follows. 
AREA I 
"Urgency"(Job Time Demand) 
AREA II 
"Pr1ority"(Job Preference) 
1 I spend a great deal of time 
doing this. 
a 
b 
I thoroughly enjoy doing this. 
I like to do this. 
2 I often spend time on this. c 
d 
I don't mind doing this. 
I spend a medium amount of 
time with this. 
I infrequently do this. 
e 
I would prefer not to do this. 
I dislike doing this. 
5 I rarely or never spend time 
1. 
2. 
J. 
4. 
on this. 
AIIBA III 
"Strengths & Weaknesses" 
A I feel this is one of my areas of real strength. 
a. I do this quite well. 
C I do this as well as most superintendents. 
D I can handle this, but not as well as I need to. 
E I ha~e real problems with this. 
AB.U I AREA 11 A~A 
-statement- Urgency Priority s. & 
Hunn1ng meetings or 
III 
w. 
conferences. 1 2 3 4 5 a b c d e AB CD E 
Speaking before groups of 
people. 1 2 3 4 5 a b c d e A B CD E 
Directing the work of 
administrative assistants. 1 2 J 4 5 a b c d e A B c DE 
Revising school district 
procedures in the light of 
modern educational practices.12 3 4 5 a b c d e AR.CDE 
r· 
1201 I 
AR&A I AREA II A.REA III I I 
-Statement- Urgency Priority s. & \IJ. I 
5. Supervising the custodial 
staff. 1 2 J 4 5 a b c d e A B C D E 
6. Developing a thorough main-
tenance program. 1 2 J 4 5 a b c d e A B c DE 
7, Selecting and meeting with 
architects. 1 2 J 4 5 a b c d e A B c DE 
8. Negotiating teachers' 
salary schedules and welfare 
benefits. 1 2 J 4 5 a b c d e A B c DE 
9. Recruiting certified staff 
members. 1 2 J 4 5 a b c .d e AB C D E 
10. Meeting with student groups.l 2 3 4 5 a b c d e AB CD E 
11. Meeting with teachers on 
curriculum innovations. 1 2 J 4 5 a b c d e ABC DE 
I 11 12. Mee.ting with community 
pressure groups. 1 2 J 4 5 a b c d e A B C DE 
I I 
lJ. Participating in state or 
area educational organi- I 
za tions. 1 2 3 4 5 a b c d e A B C D E I 
14. Representing the school I 
district through partici-
I pation in service and 
community organizations 
I 
(i.e. Rotary, Kiwanis, etc).l 2 3 4 5 a b c d e A B c DE 
15. Attending school functions such 
as assembl1e s, plays, athletic 
contests, etc. 1 2 J 4 5 a b c d e AB C D E 
6. Preparing reports and 
presentations for the school 
board. 1 2 J 4 5 a b c d e A B c DE I 
7. Publicizing the work of the 
11 school district. 1 2 J 4 5 a b c d e AB c DE 
8. Dealing with pa.rental I 
complaints. 1 2 J 4 5 a b c d e AB CD .I:!: 
II 9. Planning and conducting in-service training 
1111 programs. 1 2 J 4 5 a b c d e AB c DE 
o. Meeting with the school 111 · 
board as a whole and with Ii 
sub-committees. 1 2 J 4 5 a b c d e A B C D E 
111 1. Coordinating referendum and 11 
bond issue programs. 1 2 J 4 5 a b c d e AB c lJ E 
i1li1 2. Ordering supplies, equipment, 
and materials. 1 2 3 4 5 a b c d e AB c lJ E 111 1 11 
111 
11 
l1ll11 
12~ 
AllliA I AREA II AREA III i I 
i 
-Statement- Urgency Priority s. & w. I I 
f23. Goine to cocktail parties 1 I I 
I or other social affairs. 1 2 J 4 5 a b c d e AB CD E i 
124· Observing teachers in their 
' classrooms formally. 1 2 3 4 5 a b c d e A B C D E I 
25. Handling student discipline 
problems. 1 2 3 4 5 a b c d e ABC DE 
26. Planning and conducting 
orientation programs for 
new teachers. 1 2 J 4 5 a b c d e A B C D E 
2 7. Meeting with key community 
people to "head-off" problems 
before they occur. 1 2 J 4 5 a b c d e AB c D E 
28. Planning for the annual 
school district budget. 1 2 J 4 5 a b c d e A B c D E 
29. Meeting informally with the 
school board members either 
individually or in small 
groups. 1 2 3 4 5 a b c d e A B C D E 
o. Planning students' class 
schedules. 1 2 3 4 5 a b c d e AB CD E 
Jl. Participating in educational 
affairs at the national 
level. 1 2 J 4 5 a b c d e A B c DE 
2. Meeting informally with 
teachers. 1 2 J 4 5 a b c d e AB c DE 
JJ. Negotiating salary and welfare 
benefits of non-certificated 
personnel. 1 2 J 4 5 a b c d e A B c D E 
J4. Conferring with individual 
administrators. 1 2 3 4 5 a b c d e A B c DE 
5. Maintaining financial 
records. 1 2 3 4 5 a b c d e A B c DE 
6. Formulating the policies upon 
which the school district 
runs. 1 2 J 4 5 a b c d e A B C D E 
7. Dealing with correspondence.l 2 3 4 5 a b c d e AB c DE 
J8. Handling delicate int~r-
personal situations. 1 2 3 4 5 a b c d e A B c D E t9· Cutting "red tape" when fast action is needed. 1 2 3 4 5 ab c d e A B c D E 
~:: Communicating the objectives of the school district to I the faculty. 1 2 J 4 5 a b c d e A B C D E I' Meeting with individual teachers B~ I to improve their performance.12 3 4 5 a b c d e A 111 L~"· 
,Ii 
~ 
122 1 AREA I AlIBA II AliliA III ! 
I Urgency Priority s. & w. 
142. Reading professional periodicals, 
l monographs, and books. 1 2 3 4 5 a b c d e AB c DE 
4J. Meeting with groups of district 
administrators. 1 2 J 4 5 a b c d e A B c DE 
44. Meeting with individual 
145. 
building faculties. 1 2 J 4 5 a b c d e A B C D E 
Supervising the construction 
~ of new buildings and 
additions. 1 2 3 4 5 a b c d e AB C D E 
46. Assisting the PTA and other 
parent groups. 1 2 3 4 5 a b c .d e AB c D E 
47. Keeping a watch on the school 
district budget during the 
school year. 1 2 3 4 5 a b c d e A B c DE 
8. Attending church related 
functions. 1 2 3 4 5 ab c d e A B c DE 
L_.~~~-----------------------------------------------' 
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~ 
Table la 12~ 
JOB DEMAND as related to "Nature of the Community• 
Item Rural Suburban Urban 
1 J.Jl J.5o J.57 
2 2.96 J.35 3.96 
3 3.22 3.21 3.86 
4 3.87 J.91 3.79 
5 2.34 1.49 1.36 6 2.62 1.62 i.~o 
7 2.4J J.09 J.14 
8 3.49 4.02 J.4J 
9 3.84 J.10 2.43 
10 2.62 2.53 2.50 
11 3.40 J.17 J.14 
12 2.;28 2.~4 J~2* lJ 3.13 2. 6 2.8 
14 J.51 3.29 3.57 
15 . 4.20 J.69 3.57 16 4.31 4.31 J.93 
17 3.58 3.50 J.64 
18 J.06 2.z~ ~:~* 19 3.02 2.9 20 4.02 4.31 4.31 
21 2.52 3.53 4.J6 22 2.89 1.86 1.21 
2J 2.02 2.59 2.36 
24 2.~6 2.12 2.J6 25 2. 8 1.82 1.71 
26 3.07 2.82 2.50 
27 2.80 J.25 3.43 
28 3.96 3.63 3.00 
29 2.69 2.98 J.21 
,20 i:~~ 1.40 l.~l Jl 2.19 2. 4 
32 J.69 J.36 3.31 
33 3.09 2.78 2.54 
34 J.78 4.02 4.)6 
35 J.JJ 2.00 1.79 
J6 J.~l 4.oz a·2J 37 3. 2 3.59 .oo 
J8 3.16 3.40 J.29 
39 J.27 J.31 J.79 
40 3.29 3.43 3.57 
41 2.73 2.38 2.21 
42 J.20 J.22 J.14 
43 3.42 3.67 3.43 
44 2. 76 2.60 2.21 
45 2.46 2.84 2.36 
46 2.47 2.74 2.38 
47 J.89 3.17 2.79 
48 J.Jl 2.77 2.98 
r r-
l'l I Table 2a 125 
I JOB DEMAND as related to "Median Family In~ome• ,. fl 
Under :J5~ 000- #10,000- #15,000- $20,000 l1fl 
Item i.2.000 12.222 il41*22 $13:*49 & Over II 1 3.50 3.33 3. 0 3.20 
2 3.00 3.13 J.60 3.27 3.00 
3 2.00 3.14 3.38 3.91 3.80 4 4.oo J.7J 4.oo 4.30 4.oo 
5 J.00 2.08 1.26 1.55 2.00 
6 J.00 2.2~ 1.62 1.11 1.20 
7 2.50 2 .Ii J.51 2.82 2.80 
8 2.50 3.48 4.26 3.91 3.60 
9 3.50 3.44 J.14 3.00 3.20 
10 4.00 2.57 2.49 2.64 1.80 
11 4.oo J.20 3 .20 3.27 3.80 
12 2.,20 2.,20 ;2.00 ~:~a 2.40 lJ J.50 J.OJ 2.91 3.00 
14 4.oo J.J6 J.48 J.45 J.20 
15. 4.oo J.98 J.66 J.91 J.80 
16 4.oo 4.20 4.40 4.27 4.20 
17 4.oo 3.59 3.54 J.27 J.40 
18 4.00 2.2z 2.z4 2.4~ :2. 40 19 4.oo 2.95 2.9 2.73 J.80 
20 4.oo 4.0J 4.57 4.oo 4.20 
21 4.50 2.82 3.54 3.30 3.20 
22 5.00 2.53 1.63 1.55 2.20 
2J 4.oo 2.18 2.67 2.27 1.80 
24 J.~o 2.,2~ 2.18 2.00 2.40 25 3. 0 2.J 1.86 1.64 1.26 
26 3.50 2.83 2.97 2.40 J.20 
27 ).50 2.90 3.35 J.45 3.00 
28 4.oo 3.61 3.79 3.50 3.60 
29 4.oo 3.18 3.09 2.82 2.40 
0 4.oo 1. 1.2 1.2 1.80 
31 3. 0 1. 0 2. 9 1.73 2.00 
32 3.50 3.61 3.09 3.91 3.80 
33 J.50 2.92 3.11 2.37 J.OO 
34 3.50 J.78 4.21 4.36 4.oo 
35 4.oo 2.81 2.03 1.73 2.60 
;26 4.00 J•2t J·2Z 4.18 4.20 37 4.oo J.7 J.77 3.91 J.20 
38 3.50 J.27 J.48 2.91 3.00 
39 4.oo 3.29 3.45 J.45 3.40 
40 3.00 3.30 J.74 3.55 4.oo 
41 3.00 2.76 2.24 2.27 J.20 
42 4.oo J.12 J.~o J.02 J.OO 
43 4.oo 3.35 3.91 J.45 J.60 
44 4.oo 2.55 2.62· 2.50 J.OO 
45 4.oo 2.51 2.74 3.00 2.60 
46 J.00 2.56 2.68 2.55 2.40 
l 47 J.50 3.51 3.17 3.36 3.60 48 3.50 3.03 3.00 2.82 2.80 

Table 4a 127 ' JOB DEMAND as related to "Enrollment•-
Under 500- J.,000- 2,000- ~.ooo- 8,ooo-
Item ~00 222 11222 J12*2 7j:ta & Over 1 2.94 3.11 3.59 3. 0 3.65 
2 2.31 2.89 3.47 3.27 3.62 J.53 
3 2.62 3.00 3.55 3.40 3.38 3.89 
4 3.50 4.oo 4.29 J.60 3.72 4.12 
5 2.75 2.82 1.86 1.47 1.12 1.41 
6 i:3~ 2.8f 2.4~ l.6z 1.42 1.41 7 2.6 J.O J.2o J.04 J.35 
8 2.81 J.J9 J.86 4.13 4.)8 J.65 
9 J.44 J.89 4.23 3.60 2.81 2.00 
10 2.67 J.06 2.95 2.00 2.50 2.23 
11 J.13 3.72 J.59 3.27 3.04 2.76 
12 l.*4 2.22 2.zz 2.8z 2.zJ J.24 13 2. 9 J.17 3.05 2.73 3.12 2.88 
14 3.00 J.72 J.55 3.47 J.35 3.35 
15 4.06 4.56 J.95 J.60 J.58 J.47 
16 4.00 4.33 4.45 4.JJ 4.23 4.24 
17 J.Jl 3.50 J.77 J.87 3.23 J.71 
18 2.*4 J·.22 J.00 2.zJ 2.44 J.00 19 2. 9 3.22 3.23 J.13 2.81 2.76 
20 J.44 4.17 4.36 4.47 4.Jl 4.JO 
21 2.20 2.76 J.23 J.64 J.52 J.30 
22 J.lJ J.JO 2.68 1.67 1.42 1.35 
2J 2.31 2.00 2.14 2.13 2.60 2.70 
24 2.81 2.~8 2.z6 2.2z l.t2 2.11 
25 3.50 2. 4 2.00 1.9) 1. 5 1.29 
26 2.44 3.00 J.18 J.27 2.87 2.17 
27 2.37 2.67 J.41 J.27 3.23 J.24 
28 J.50 4.11 4.10 3.47 J.46 ).JO 
29 2.75 2.83 2.91 2.73 2.92 J.24 
0 2.6 2.00 1. 0 1. 1.12 1.1 
Jl 1. 1 1. 9 .oo 2.0 2.5 2.31 
32 J.87 J.83 J.77 3.33 3.16 3.00 
J.3 3.25 J.11 J.)2 2.80 2.72 2.53 
J4 J.06 J.89 4.2) J.7) 4.2J 4.24 
35 J.25 J.44 2.82 2.21 1.69 2.11 
J6 J.62 4.oo 4.18 4.oo 4.oo 4.06 
37 3.31 3.94 -4.09 J.53 J.58 J.71 
J8 2.80 J.22 J.68 3.47 J.2J 3.24 
39 J.06 J.17 ).73 3.33 3.12 J.59 
40 J.20 J.44 J.64 3.40 3.23 J.41 
41 2.81 3.17 3.18 2.20 2.08 1.76 
42 2.62 J.28 J·Z~ J.2z J.zz 2.24 4J 2.93 3.44 3.7 J.73 3.69 3.71 
44 2.73 J.11 3.00 2.60 2.23 2.17 
45 1.71 2.94 J.13 2.57 2.58 3.00 
46 2.60 2.56 2.65 2.80 2.42 2.75 
47 3.56 4.11 3.87 2.93 J.04 J.OO 
48 3.00 3.06 2.73 J.OO 3.12 3.06 
L 1ll1 
Table 5a 128 
JOB DE~.LAND as related to 
"General Community Educational Posture" 
Item Ver Conserv. Conserv. Balanced Pro ressive 
1 3. 7 3. 9 3.32 3.3 
2 3.63 3.18 3.29 3.38 
3 3.63 3.23 3.35 3.25 4 4.oo 3.86 3.83 3.63 
5 1.87 1.84 1.82 1.25 6 2.2,2 2.02 1-2~ 1.,20 7 J.4J 2.77 2.7 3.38 
8 3.71 J.64 3.97 3.50 
9 4.14 J.44 3.09 2.62 
10 4.oo 2.61 2.)4 1.62 
11 3.75 3.24 3.23 3.00 
12 2·6~ 2·:22 2.~z 2.z~ 13 3.3 2.95 2. 9 3.25 
14 3.50 3.32 3.51 3.63 
15 4.oo 3.99 3.80 3.13 16 . 4.50 4.27 4.21 4.25 
17 4.oo 3. 55 3.48 3.38 
18 2.z1 2.88 J.OO 2.z~ 
19 3.38 2.98 3.03 2.37 
20 4.25 4.17 4.15 4.63 
21 4.25 3.11 3.12 3.38 
22 2.75 2.38 2.00 1.25 
23 2.50 2.15 2.54 2.87 
24 2.86 2.4J 2.4~ 2.12 25 2.37 2.22 1.12 2.0 
26 3.14 2.92 2.77 2.50 
27 3.75 3.07 3.09 2.75 
28 3.29 3.73 3.69 3.50 
29 2.75 2.98 2.83 2.62 
JO l.z~ 1.68 1.44 1. JZ 31 2.7 1.98 2.03 2.37 
32 3.75 3.58 J.44 2.50 
33 3.13 2.8) 3.00 2.37 
34 4.oo J.87 4.18 J.88 
35 2.37 2.80 2.20 1.37 
J6 4.oo J-22 4.oo 4100 
37 4.oo . 3.75 J.74 3.25 
38 3.50 3.26 J.32 3.25 
39 4.13 3.23 3.43 3.25 
40 4.00 3.37 3.29 3.38 
41 3.13 2.52 2.54 2.00 
42 J.6~ J.24 J.22 2.sz 43 3.7 3.48 3.60 3.63 44 3.13 2.61 2.60 2.50 
45 J.OO 2.57 2.64 2.87 
46 2.87 2.60 2.59 2.75 
47 3.00 3.60 3.23 3.00 
48 2.4) J.OO 3.06 3.25 
f'- Table 6a 1291 ' JOB DEMAND as related to 
"Percentage of Negro Population in Schools" i I 
O~-~~ 6~-ijo~ 21!-~~~ ;26~-~o~ I 11 Item ! 1 3.4 3. 7 3. 0 J. 0 I 2 3.15 3.67 3.83 3.50 I 3 3.22 3.20 4.00 J.50 
4 J.89 J.9J J.67 3.50 
5 1.92 l.JJ 1.17 1.00 
6 2.18 l.a2 i.1z 1.00 7 2. 82 2. 7 3.33 2.50 
8 J.79 3.60 4.oo 2.00 
9 3.51 2.33 2.33 J.50 
10 2.52 2.67 J.00 2.50 
11 3.26 3.33 2.84 4.00 
12 2.,2,2 2·~2 2.84 2.,20 13 3.00 2. 7 2.84 2.50 
14 3.43 3.33 3.83 2.50 
15 3.93 3.60 J.83 J.50 16. 4.)4 4.07 3.83 J.50 
17 J.55 J.5J J.50 J.50 
18 2.24 J.oz 2.00 2. ~o 
19 J.00 2.80 3.16 3.00 
20 4.24 4.00 4.33 3.50 
21 J.12 2.93 J.83 3.00 
22 2.39 1.27 1.50 1.00 
23 2.39 2.07 2.33 2.00 
24 2.4~ 2.40 l.~o 2.,20 25 2.0 2.00 1. 7 2.00 
26 2.99 2.40 1.84 J.00 
27 3.01 3.60 3.16 3.50 
28 3.84 3.13 3.00 2.50 
29 2.88 2.87 J.16 3.00 
JO 1.62 1.52 1.84 1.00 
31 2.o4 2.33 2.33 2.00 
32 3.52 3.27 J.60 3.00 
33 3.00 2.40 2.50 1.50 
J4 3.90 4.33 4.16 3.50 
35 2.67 1.87 1.50 2.00 
J6 4.01 J.8z 4.16 J.50 
37 3.76 3 .. 60 3.67 3.50 
J8 3.34 3.07 J.00 3.50 
39 J.33 J.JJ J.67 3.50 
40 3.35 J.47 J.67 4.oo 
41 2.62 2. 07 2.00 3.50 
42 J.28 J.oz J.00 a·.20 43 3.48 3.33 3.33 .oo 
44 2.76 2.47 2.50 J.00 
45 2.70 2.27 2.84 2.50 
46 2.63 2.53 2.20 2.50 
47 J.56 2.80 2.50 J.00 48 3.08 2.60 3.20 2.00 
l_,,,..-...-,.,aa • 
--, l 
'rable 7a 130 ~ 
JOB DE~uiND as related to I 
"Prevalence of Student Activism• I l 
I 
Item Verz Much Much Medium Little Almost None I 
t 
1 3.50 4.oo J.80 3.40 3.09 
2 3.33 J.75 3.73 3.13 2.94 ! 3 4.00 J.50 J.50 J.27 J.06 
4 J.67 J.50 J.96 J.93 J.79 
5 2.00 1.25 1.50 2. 02 2.31 
6 2.00 l.~o 1.8~ l.sz 2.4z 
7 3.00 2.50 3.10 2.93 2.53 
8 4.oo 4.oo 3.90 3.72 J.59 
9 2.00 1.75 2.80 3.41 J.88 
10 4.J3 2.50 2.67 2.31 2.65 
11 3.00 J.25 3.30 3.13 3.41 
12 J•JJ J.00 2.80 2.sz 2.15 13 3.00 2.75 2.87 3. 02 3.00 
14 3.33 3.00 J.70 3.26 3.41 
15 3.67 3.25 J.83 3.78 4.12 16 . 4.33 4.25 4.33 4.17 4.32 
17 3.67 3.25 J.87 J.43 3.44 
18 ~.oo 2.z~ 2.2~ 2.20 ?.~-~2. 19 .67 2.75 3.10 2.93 J.00 
20 4.67 3.75 4.2J 4.18 4.20 
21 4.oo 2.50 J.50 2.98 3.03 
22 1.67 1.00 1.87 2.18 2.88 
2J 2.33 2.75 2.53 2.50 1.91 
24 l.;2J 2.00 2.Jz 2.46 2.61 
25 2.00 2.00 2.17 1.96 2.26 
26 1.67 2.50 2.82 2.87 3.03 
27 3.67 3.25 J.63 J.02 2.68 
28 J.00 2.75 J.59 J.59 4.06 
29 3.00 2.75 J.21 2.81 2.77 
JO l.tJ 1.00 l.~z 1.60 l.z1 31 2. 7 2.25 2.33 l.9J 1.91 
32 J.OO J.25 J.77 J.J9 J.56 
JJ 2.67 1.75 2.73 2.84 3.17 
J4 4.00 4.75 4.13 J.85 3.88 
35 1.67 1.00 2.30 2.38 3.06 
~6 4.oo 4.oo 4.lJ 4.oo J.8~ 37 J.67 3.75 J.73 3.65 J.8 
JS 3.33 J.OO J.JJ J.33 J.2J 
39 J.67 J.00 ).43 ).24 J.44 
40 4.oo 2.75 J.59 J.J8 3.26 
41 2.67 1.75 2.4J 2.49 2.76 
42 J.6z 2.~~ J·JZ J.22 J·lZ 43 J.33 J._ 3.70 3.46 J.59 
44 2.33 2.75 2.63 2.57 2.79 
45 2.33 1.50 2.97 2.53 2.66 
46 2.67 2.00 2.83 2.63 2.41 
47 2.33 2.00 3.17 3.24 4.09 
48 1.50 J.00 2.93 3.02 3.12 
f Table 8a 131 1,:1 1,1 
.~ JOB DE1'1AND as related to 
Ii "Prevalence of Adult Pressure Groups• 
Item Verl. Much Much Medium Little Almost None 
1 3.5o J.62 3.67 J-Ja J.00 2 4.oo J.77 J.4) J.O 2.94 
J J.00 J.77 ).JO 3.29 2.94 
4 J.50 4.oo J.84 3.91 3.8) 
5 1.00 1.85 1.72 1.84 2.25 6 1.00 2.08 1.28 2.00 2.41 
7 2.oo 2.92 3.05 2.84 2.41 
8 4.00 3.92 ).68 3.80 3.59 
9 2.00 2.92 2.97 J.52 ).89 
10 3.00 2.69 2.57 2.58 2.47 
11 J.50 J.Jl 2.97 3.31 3.71 
12 J.~o J.~4 2.2z 2.42 1.82 
13 2.50 J.00 3.15 3.02 2.41 
14 2.50 3.62 J.48 J.33 3.41 
15 3.00 3.46 J.8) 4.02 4.00 
16 4.oo 4.oo 4.23 4.29 4.53 
17 2.50 3.46 3.63 3.60 3.41 
18 J.OO 2.22 2.22 2.8a 2.24 
19 2.50 2.92 2.92 3.0 3.06 
20 4.50 4.15 4.18 4.14 4.41 
21 3.50 3.31 J.18 J.18 2.69 
22 1.00 2.00 1.77 2.40 2.76 
23 2.00 2.46 2.37 2.44 1.94 
24 2.00 2.Jl 2.4z 2.J* 2 • .!22 25 2.00 2.77 2.03 1.9 2.17 
26 2.00 2.58 2.69 J.16 2.76 
27 3.50 J.)8 ).JO 3.02 2.59 
28 4.oo 3.15 ).46 J.90 ).83 
29 J.00 3.08 2.87 2.84 2.94 
:20 1.00 1.62 1.4~ i.z2 l.i2 Jl 2.oo 2.oo 2.J 2.09 1. 5 
)2 2.50 3.69 J.)9 J.49 3.63 
JJ 2.00 2.46 2.95 2.93 2.94 
34 3.50 4.00 4.10 3.91 3.83 
35 2.00 1.92 2.35 2.59 J.06 
J6 J.OO J.8~ J.20 4.lJ 4.06 37 2.50 ). 5 . 3.70 J.82 J.83 
J8 J.OO 3.42 3.33 3.33 3.12 
39 3.00 J.54 3.53 3.16 J.35 
40 4.oo 3.46 J.46 J.28 3.41 
41 2.00 2.62 2.41 2.54 2.76 
42 a·oo J.1~ J.20 J.~l J.24 43 .oo 3.5 3.53 3. 8 3.71 
44 3.00 3.00 2.50 2.63 2.62 
45 2.50 2.42 2.72 2.74 2.31 
46 3.00 2.92 2.72 2.57 2.11 
47 J.50 2.92 J.JO J.42 J.94 
48 1.50 3.00 J.10 3.00 2.94 
,~-
' 
f Table 9a 1)2 
' 
,, 
x 
JOB DEMAND as related to "Popul~t1on Stability• j 
Item Little Movement Averas;e Movement Much Movement I 1 J.48 J.15 J.89 
' 
2 J.06 J.JJ 3.59 
J J.35 J.19 3.59 
4 J.94 J.89 J.80 
5 2.15 1.74 l.J5 
6 2.t4 l.~z 1. ~J 
7 2. 2 2. 9 J.J5 
8 J.71 J.61 4.JO 
9 3.57 J.18 J.18 
10 2.65 2.49 2.65 
11 .J.J4 J.21 J.24 
12 ~:~' 2.zJ J.06 13 J.11 2.82 14 J.44 J.44 J.24 
15 4.00 3.92 3.41 16. 4.38 4.23 4.18 
17 3.59 3.57 J.41 
18 J.Ot 2.8,2 2.82 19 3.0 2.97 2.88 
20 4.12 4.2) 4.24 
21 2.94 3.20 3.25 
22 2.48 2.16 1.59 
2) 2.18 2.45 2.2) 
24 2.62 2.J6 2.Jl 
25 2.29 2.03 2.oo 
26 2.77 2.88 J.00 
27 ).OJ J.07 3.35 
28 J.7J ).77 3.24 
29 2.80 2.98 2.76 JO l.6t 1.6,2 1.22 31 1.8 2.10 2.11 
.32 3.68 3.48 J.12 
3.3 J.11 2.89 2.29 
.34 J.97 3.93 4.12 
35 2.74 2.53 1.88 
~~ J.88 4.0J 4.12 3.82 3.67 3.77 
38 3.09 3.35 J.47 
39 3.41 3.27 3.53 
40 3.53 J.38 J.18 
41 2.89 2.4) 2.17 
42 J.1~ J.2z J.24 43 J.4 J.37 3.71 
44 2.55 2.67 2.53 
45 2.73 2.55 2.76 
46 2.29 2.61 2.82 
47 3.62 3.48 2.70 
48 2.78 3.14 2.82 
If/'--- . l I Table lOa 133 l ; 
JOB INTER£ST as related to .. Nature of the Community" 
Item Rural Suburban Urban 
1 3.43 3.53 3.50 
2 3.52 3.65 4.29 
3 3.42 3.40 3.64 
4 4.oo 3.93 3.79 
5 2.77 2.36 2.21 6 2.~J 2.tJ 2.2z 7 3. 3 3. 1 3.57 
8 2.65 3.02 2.79 
9 4.07 3.90 J.64 
10 J.96 4.02 J.86 
11 3.93 4.19 4.oo 
12 2.84 :2·14 J.22 13 3.49 3.3 3.21 
14 3.96 3.60 3.64 
15 . 4.16 4.05 J.57 
16 4.02 3.79 J.79 
17 3.78 3.71 J.71 
18 J.lJ J.04 J.ao 19 3.29 3.40 3. 6 
20 4.02 4.oo 4.21 
21 3.37 3.61 3.64 
22 3.07 2.34 2.00 
23 2.69 3.29 2.64 
24 ~·21 J.61 :2·2~ 2.5 .73 2.74 2.3 
26 3.51 3.34 3.69 
27 J.40 3.48 3.21 
28 J.82 3.60 J.Jl 
29 3.36 3.49 J.62 JO 2.26 2.40 l.z~ 31 2.91 ·3.10 J.5 
J2 J.98 4.12 4.00 
33 2.96 3.00 2.62 
J4 4.09 4.21 4.50 
35 3.40 2.50 2.62 
J6 J.80 4.02 4.oo 
37 3.38 3.09 3.07 
38 J.J3 3.33 3.00 
39 J.58 J.67 4.14 
40 3.36 3.64 J.64 
41 3.18 3.42 3.46 
42 J·Z~ 4.oo 5:~4 43 J.9 4.o4 
44 J.40 3.70 J.62 
45 3.39 J.44 J.4J 
46 2.87 3.34 J.25 
47 J.67 J.21 J.2J 
L. 48 J.30 3.26 J.2J 
r- Table lla 134 
~ ~ JOB INTEREST as related to •Median Family Income" 
Under $5;000- $10,000- $15,000- ~20,000 
Item 1~.000 193:44 1141222 i12.222 & Over 1 J.00 J.51 J.73 J.60 
2 J.50 3.61 J.83 3.64 3.60 
3 2.00 J.43 J.40 3.50 J.80 4 4.oo J.83 4.14 4.oo J.80 
g 3.00 2.72 2.18 2.45 1.80 J.~o 2.z1 2.J8 2.az 2.2~ 7 3.00 J.37 3.94 3. 5 3.20 
8 2.50 2.78 2.91 2.82 3.00 
9 3.00 J.1-.09 3.77 3.64 4.00 
10 4.00 J.88 4.09 4.55 J.25 
11 4.50 J.91 4.29 4.oo 4.40 
12 2.:20 2.22 J.g8 J.OO J.20 
13 J.50 J.J5 J. 0 2.91 3.40 
14 4.oo ·3.83 3.77 3.36 J.20 
15. 4.50 3.97 3.94 4.64 4.oo 
16 4.oo J.89 3.97 3.55 3.80 
17 4.oo J.78 3.83 3.27 J.40 
18 4.oo ~:~Z J.1z 2.82 2.40 19 4.oo 3.51 3.18 4.oo 
20 4.00 3.97 4.21 3.91 4.oo 
21 4.oo 3.39 3.71 J.50 J.60 
22 5.00 2.89 2.20 2.73 2.20 
23 3.50 2.87 3.23 2.91 2.60 
24 J.~o J-~~ J.6z J.4~ J.20 25 J. 0 2.7 2.62 2.45 2.40 
26 3.50 3.37 J.54 3.40 J.80 
27 4.oo J.29 J.60 J.45 J.60 
28 4.oo J.59 J.91 J.20 J.40 
29 4.00 J.46 3.56 J.18 3.00 
JO 4.oo 2.z6 2.~1 2.2~ i.z.:2 
Jl 3.00 3.03 3. J 2.8 J.20 
J2 J.50 J.97 4.12 4.)6 4.20 
JJ J.50 3.05 2.74 2.82 3.00 )4 4.50 4.08 4.)4 4.27 4.20 
35 4.oo 3.08 2.65 2.00 J.25 
J6 4.oo J.8a J·2Z 4.oo 4.40 
37 4.oo J.l J.32 J.OO J.20 
JS 3.50 J.3J J.40 2.82 3.00 
39 3.00 J.59 3.91 J.55 J.80 
40 J.00 3.38 3.66 J.7J 4.40 
41 3.00 J.21.J. 3.57 J.00 4.oo 
42 4.oo J.64 4.12 J.82 a.20 
43 4.oo 3.88 4.15 J.82 .oo 
44 4.oo 3.39 3.80 3.70 J.40 
45 J.50 J.4) J.44 J.09 3.80 
46 J.00 3.05 3.35 J.09 J.20 
47 3.50 J.44 3.32 3.09 J.80 
48 J.50 J.J7 J.47 J.44 J.OO 
rH Table 12a . 135-, ! . I ! 
JOB INTEREST as related to "District Organization• l I 
\ 
Item lUement.g,rz Secondarz Unit Combined ! 
1 3.81 3.42 J.42 J.00 l 
2 3.76 J.54 J.77 J.60 I 
3 3.24 J.51 J.50 J.60 I ~·· 4 J.97 J.85 J.91 1+. 60 5 2.32 2.66 2.52 2.20 
-<\ 6 2.66 2.61 2.a1 2.20 
7 J.42 J.66 3. 9 J.80 
8 2.73 J.22 3.33 2.40 I I 9 4.0J 3.75 4.12 J.20 I 10 4.00 4.20 3.86 J.40 11 4.12 4.oo 4.09 J.80 
' 12 ~.:EK 2·1~ J.02 J.00 I lJ 3.2 J.63 3.60 
14 3.85 J.65 3.79 J.60 
15 J.97 4.06 4.12 J.60 
16 3.82 3.83 4.05 3.40 
17 J.70 J.63 J.84 4.00 
18 J.00 J.00 J.00 J.20 
19 3.37 J.28 J.42 J.4o 
20 4.oo 4.03 4.14 3.60 
21 J.52 J.52 3.63 2.80 
22 2. 52 2.50 2.65 2.60 
23 3.03 J.00 2.83 J.80 
24 J.41 J.44 ;2.t4 J.60 
25 3.00 2.67 2. 9 2.80 
26 3.53 J.15 3.63 3.40 
27 3.48 J.39 3.44 3.00 
28 3.73 J.78 3.57 J.20 
29 3.59 3.56 J.Jl 3.00 
JO 2 .~2 ~·oa 2.20 2.80 31 J.OJ 2.9 J.20 J.4o 
32 4.11 4.lJ J.93 4.oo 
JJ 2.85 J.OJ 2.93 3.00 
34 4.12 4.07 4.35 4.20 
35 2.87 2.78 3.02 2.20 
J6 J.~6 4.oz J.28 J.80 37 J. 1 J.03 J.29 3.60 
JS J.30 J.17 J.38 J.40 
39 3.84 3.58 J.68 J.80 
40 3.59 J.46 3.56 J.40 
41 J.53 3.42 3.19 J.40 
lJ.2 a:r~ J.82 J·ZZ ~.60 43 J.89 3.93 J.60 
44 J.68 J.59 J.51 3.40 
45 J.48 J.JO 3.49 J.20 
l.J.6 J.29 J.14 J.02 J.40 
47 J.59 3.24 J.49 2.40 
1--~ 1+8 3.52 J.20 3.51 J.00 
r"" Table 13a 1 ! 136 JOB INTEREST as related to "Enrollment• I 
1 ( 
Under 500-· 1,000- 2,000- 4,000- 8,000-
Item ~00 ~:~2 13:ia 3~:3~ 7j:~a & Over 1 .JJ 3.47 
2 3.56 3.22 3.57 3.67 4.04 3.77 
J 3.40 3.22 3.55 J.40 J.44 3.71 
4 J.88 4.06 3.95 J.60 3.96 4.12 g J.OO 2.94 2.45 2.40 2.04 2.29 J.00 J.06 2.6t 2.4z 2.21 2.2J 
7 3.00 3.78 3.3 J.67 3.72 3.59 
8 2.44 2.89 2.77 2.86 J.23 2.35 
9 J.94 4.00 4.05 4.13 3.84 J.63 
10 4.oo 3.67 4.10 J.80 3.42 J.71 
11 3.56 4.06 4.09 4.40 4.16 4.06 
12 2.~6 2.8* J.OO J.40 J~2~ J.06 13 ' 2.7 J.5 3.32 J.20 3.5 J.59 
14 J.81 3.94 3.73 J.53 3.69 J.71 
15' 4.06 4.28 ).95 J.93 4.08 J.89 16 J.75 4.11 4.oo 3.87 3.77 J.89 
17 J.69 3.67 J.91 3.87 3.54 3.77 
18 ~-06 j·lZ 2.2~ ~:a~ 2.~6 2.6j 19 .13 .33 3.J ). 0 3.5 
20 3.69 4.22 4.27 J.80 4.oo 4.18 
21 2.80 3.89 J.62 3.93 3.48 3.31 
22 J.40 J.06 2.73 2.40 2.08 2.17 
23 3.00 2.82 2.86 2.87 J.19 3.00 
24 jt2.2 ~:~1 :2·12 ;2.60 ~-84 ~·z3 25. .13 2.50 J.13 .56 2.J 
26 3.31 J.JJ 3.23 3.67 3.71 3.35 
27 3.31 J.33 3.36 3.67 J.28 3.53 
28 J.38 4.28 3.95 3.40 J.44 J.47 
29 3.44 3.56 J.27 J.47 3.39 3.71 
JO J.20 J.24 2.al 2.40 2.20 i.az 31 2.37 3.06 2. 6 2.80 3.42 J.59 
32 4.00 4.06 4.27 3.87 4.oo 4.06 
33 2.81 3.18 3.18 2.73 2.76 2.65 
34 J.69 4.06 4.J2 4.13 4.2) 4.47 
35 J.06 3.77 3.00 2.86 - 2.44 2.53 
J6 3.88 j·8~ 4.02 ~.80 J.22 4.06 37 .oo .5 3 .• 05 .33 3.12 J.24 
38 3.07 3.39 3.23 3.71 3.35 J.12 
39 3.11 3.39 3.77 3.60 3.65 4.oo 
40 3.33 J.67 J.62 J.47 3.46 3.89 
41 J.25 J.39 J.18 J.60 J.33 J.24 
42 ~-~l a·6~ 4.oo a.a, J.22 a-~l 43 • 4 .o 4.09 .1 3.96 • 0 
44 3.27 3.67 3.57 3.60 3.50 3.71 
45 3.21 3.69 3.50 3.14 3.28 3.69 
46 3.07 2.94 2.86 3.33 J.24 3.44 
47 3.31 4.11 J.64 3.40 2.96 3.12 
48 3.56 3.44 3.29 3.13 3.52 3.50 
f ,o;f;,i>J(. 
Table 14a l ' 137 ' ., JOB INTER~ST as related to 
"General Community Educational Posture" I 
Item Ver Conserv. Balanced Pro ress1ve 
I • J. 9 • 1 J. 2 4.25 J.60 J.60 4.lJ 
J J.lJ J.45 J.42 J.75 I 4 4.oo 4.02 J.82 3.75 I 5 2.57 2.54 2.4J 2.37 6 2.z1 2.62 2.42 2.2~ 
7 4.oo 3.47 J.32 3.3 I 8 3.25 2.73 3.06 2.50 9 J.57 4.01 3.86 J.88 
10 4.50 4.02 J.8J 3.75 
11 4.)8 4.05 4.0J 4.lJ 
12 J·Z.2 J.06 2.86 J·J2 13 3.50 3.41 3.32 3.75 
14 3.50 3.72 3.77 4.13 
15 4.oo 4.05 4.12 J.6) 16 . 4.25 3.85 3.74 4.38 
17 4.38 3.62 3.77 3.88 
18 2.,2, J.OO 2.~z J.6J 19 j.5 J.32 3. 3 3.25 
20 J.88 4.03 J.94 4.50 
21 4.oo 3.42 3.48 4.oo 
22 2.33 2.67 2.4) 2.25 
2) 2.62 2.92 J.11 J.25 
24 ~-~l ~-t8 ~-46 ~·~o 25 . 1 . 4 .77 . ? 
26 4.oo J.41 3.47 J.25 
27 ).75 J.42 3.38 3.25 
28 3.67 3.67 3.66 J.38 
29 2.86 J.54 3.38 3.63 
JO 2.4J 2.52 2.4z 2.z.2 
31 2.87 3.10 3.00 3.50 
32 4.29 4.05 4.09 J.75 
33 2.75 3.02 2.94 2.50 
34 4.50 4.18 4.06 4.50 
35 2.71 3.11 2.62 2.12 
J6 4.oo J.84 4.02 4.oo 
37 J.13 . 3.22 3.09 3.25 
38 3.38 3.36 J.09 J.50 
39 J.88 3.63 3.79 3.75 
40 3.63 3.54 3.61 3.13 
41 3.75 3.23 J.47 3.13 
42 4.,20 J.z2 J.82 ~·.20 Ii 43 3.75 3.99 J.9j .oo 
44 3.88 3.54 3.56 J.50 
45 J.88 3.38 J.J2 J.6) 
46 J.50 3.09 3.18 3.13 
47 3.13 3.47 J.35 J.13 
48 2.75 ).44 3.34 3.88 
r Table l.5a 138 JOB INTEREST as related to ! 
"Percentage of Negro Population 1n Schools" ' ~ 
Item O~-a~ b~-20~ 21!-J5~ J6~-20~ 1 3.4 3.27 .oo J.50 
2 3.54 4.1) 4.67 J.50 
J 3.46 3.40 J.16 J.50 
4 3.93 J.87 4.16 4.oo g 2.55 2.20 2.25 2.50 2.62 2.40 2.40 2.00 
7 J.59 J.20 J.83 J.OO 8 2.79 J.07 3.16 3.00 
9 4.01 3.60 3.60 3.50 
10 3.95 3.87 4.50 4.50 
11 4.06 4.oo 4.16 5.00 
12 ~:4l J.40 ~:~a J.~o 13 3.33 3.50 
14 J.79 J.53 3.67 J.50 
15. 4.07 3.80 4.oo 4.oo 
16 3.94 J.67 J.83 3.00 
17 3.73 3.67 4.oo 3.50 
18 J.oz 2.60 2.84 J.OO 
19 3.35 3.33 3.60 3.50 
20 4.04 3.93 4.oo 4.oo 
21 3.53 3.71 3.16 3.00 22 2.71 2.07 2.20 1.50 
23 3.05 2.60 2.84 3.00 
24 J·~g J·aJ J•tJ J.~o 25 2.7 2. 0 2. 7 2.00 
26 3.48 3.33 3.20 3.50 
27 3.43 3.47 3.33 3.00 
28 3.73 3.40 3.20 3.00 
29 3.45 3.47 3.40 3.50 JO 2.62 2.20 2.50 2.50 
31 j.02 3.27 3.33 3.50 
32 4.03 4.oo 4.40 4.50 
33 2.99 2.67 2.84 3.00 
34 4.14 4.33 4.67 4.oo 
35 2.95 2.47 2.60 3.00 
J6 j·~6 4.lj J.8j J.~o 37 • 2 2.9. 3.j 3. 0 
38 3.33 3.13 3.00 4.oo 
39 3.61 3.93 4.3) 4.oo 
40 J.49 3.53 4.00 4.oo 
41 ).JO 3.53 J.16 3.50 
42 4.80 J.80 J.6z a-50 43 .63 J.69 J.67 .oo 
44 3.55 3.40 4.oo 4.00 
45 3.46 3.20 3.50 J.00 
46 3.14 J.20 3.25 J.00 
47 3.44 3.20 3.00 3.50 
48 3.46 3.07 3.60 2.50 
Table 16a 139 I 
JOB IKTEREST as related to 'l 
•prevalence of Student Activism• ! I I , 
Item Verl Much Much Medium Little Almost None I 1 J.00 3.50 3.70 J.39 3.48 
' 
2 4.33 4.oo 3.80 3.70 J.44 
3 2.67 3.50 J.52 J.45 3.41 
4 4.00 J.25 4.00 4.02 J.91 
J t 2.50 2.00 2.61 2.28 2.78 ,j 2.to 2.2,2 2.68 2.22 2.8~ 
7 3. 7 3.00 3.59 3.58 3.4 
8 4.oo 3.75 2.87 2.93 2.50 
9 2.50 3.50 4.07 3.92 3.97 
10 5.00 J.75 4.lJ 3.85 3.94 
11 4.oo 4.oo 4.17 4.17 3.91 
12 4.J~ J.OO J.1z J.OO ~:~~ 13 2.) 3.50 3.43 3.53 
14 2.67 3.25 J.85 J.76 J.79 
15' J.)J 4.25 4.20 4.00 J.97 16 J.67 3.25 4.oo 3.78 4.oo 
17 4.JJ J.OO 4.oo J.61 J.71 
18 2.6z 2.~o J.14 2.~1 2.06 19 2.50 3. 5 J.50 3. 8 J.14 
20 4.33 J.75 4.0J J.96 4.09 
21 4.oo 3.25 3.63 3.33 J.69 
22 1 • .50 2.25 2.45 2.45 3.00 
23 2.33 J.00 3.07 3.04 2.89 
24 J.OO 4.oo J.6J J.~4 J.12 25 1.50 2.75 2.70 2. 5 2.83 
26 2.00 J.40 J.46 2.64 3.35 
27 3.00 3.50 J.63 J.48 3.17 
28 4.oo 3.25 3.69 3.46 J.91 
29 3.50 3.50 3.50 J.37 J.52 
JO 1.to 2.00 2.46 2.41 2.2~ Jl 2. 7 3.25 3.27 J.18 2.7 
32 4.oo 4.50 4.13 J.98 4.03 
33 2.67 2.25 ).OJ 2.98 2.91 
34 4.oo 4.50 4.2) ~.17 4.14 
3.5 1.50 2.00 2.70 2.57 J.52 
J6 4.oo 4.oo 4.10 J.~l J.z, 37 ).Jj 2. 75 . 3.17 3. 6 ).1 
38 J.3) 3.25 3.33 3.32 3.23 
39 4.oo 3.75 3.77 3.61 3.73 
40 3.33 3.50 3.66 3.48 3.53 
41 J.50 3.25 ).JO J.46 J.18 
42 4.oo a·.20 J.8~ J.82 d·.22 43 3.00 .oo 3.9 3.93 .11 
44 3.50 3.25 3.59 ).64 3.45 
45 2.67 2.50 3.50 3.29 3.71 
46 ).00 J.00 3.27 J.29 2.89 L.47 2.50 2.75 3.30 3.15 3.91 48 2.00 J.25 ).)1 ).)1 ).69 
-
;-'11..~,,...!,b 
' ! Table 17a 140 I JOB INTEREST as related to ·l ! 
' 
"Prevalence of Adult Pressure Groups" I 
i 
Item Verz Much Much Medium Little Almost None I 
1 3.oo 3.46 3.58 3.39 3.65 
2 3.50 4.oo 3.60 3.73 J.47 
3 3.00 3.62 3.56 3.35 3.30 4 4.oo 3.92 3.95 3.91 4.06 
5 2.50 2.69 2.45 2.45 2.69 6 2.00 2.zz ;:~4 2.~o 2.62 7 2.50 3.75 3.50 3.35 
8 4.oo 3.00 2.70 3.04 2.41 
9 2.50 3.92 3.89 4.01 3.94 
10 4.50 3.92 4.08 3.96 3.77 
11 4.50 4.oo 4.10 4.09 4.oo 
12 4.00 ;2.Jl J.10 2.~8 2.~4 13 3.00 3.54 3.53 3. 1 2. 2 
14 3.00 3.83 3.65 3.89 3.59 
15 3.50 4.00 4.0J 4.22 3.65 
16 3.00 3.77 3.8) 3.91 4.12 
17 J.00 3.69 3.73 3.80 3.71 
18 J.jO 2.8~ 2.~~ J.OO J.12 19 3.00 3.3 J. 1 3.38 3.42 
20 4.00 3.92 4.03 3.96 4.30 
21 3.50 3.54 J.43 3.56 3.63 
22 1.50 2.54 3.51 2.70 2.65 
23 J.00 2.69 2.97 3.02 3.12 
24 2.~o J.62 ~:~4 J•tZ J.06 25 2. 0 3.00 2. 7 2. 53 
26 2.50 3.50 3.37 3.67 3.12 
27 J.OO 3.46 3.54 3.42 3.12 
28 4.oo 3.46 J.58 3.70 3.77 
29 3.50 3.38 3.37 3.44 3.71 JO 2.00 2.a1 2.46 2.66 2.6i 31 3.00 2. 6 3.38 3.14 2.5 
32 4.oo 4.oo 4·.08 4.oo 4.19 
33 3.00 2.77 2.95 J.09 2.65 
34 4.00 4.15 4.28 4.lJ 4.18 
35 2.00 2.62 2.74 2.90 3.35 
J6 J.00 4.oo J.~o J.21 4.12 37 J.5o 3.15 J. 0 3.31 2.88 
38 4.50 3.50 3.25 3.27 3.18 
39 4.oo J.92 3.88 3.48 3.65 
40 4.oo J.69 3.54 3.42 3.64 41 3.50 3.62 3.26 3.33 3.2 
42 a·oo 4.oo a:~~ J.8z ~.41 43 .oo 3.75 3.77 .06 
44 4.oo 3.42 3.67 J.52 3.44 
45 2.50 J.17 3.53 3.22 J.88 
46 3.00 3.42 3.37 3.02 2.82 
-~ 47 3.50 3.15 3.28 3.38 3.83 
' 
48 2.50 3.15 3.41 3.43 3.56 
.-- I Table 18a 141 l ~ 
JOB INTEREST as related to "Population Stability• ! ! 
Item Little Movement Avera5e Movement Much Movement 
1 3.55 3.44 3.59 
2 3.42 3.73 4.oo 
3 3.24 3.57 3.31 
4 3.85 3.98 4.07 
5 2.84 2.44 2.06 6 2.~2 . 2.64 2.22 
7 3.59 3.46 J.71 
8 2.91 2.82 2.82 
9 3.94 3.93 J.94 
10 3.89 3.95 4.24 
11 4.00 4.14 4.06 
12 2.2z J.12 ;2.06 
13 3.11 3.53 3.53 
14 J.68 3.87 J.41 
15. 4.12 4.08 3.71 
16 J.91 3.95 3.77 
17 J.62 J.78 J.83 
18 J.O~ J.lJ 2.6~ 19 J.l 3.42 3.59 
20 4.03 4.08 3.77 
21 3.32 3.63 3.50 
22 2.97 2.55 2.00 
23 3.03 3.01 2.76 
24 ~·J2 ~-~8 :2-Zl 25 .79 • 8 2.59 
26 3.32 3.50 3.63 
27 3.35 J.50 J.35 
28 3.75 J.63 3.53 
29 J.42 3.55 3.12 
JO 2.24 2.4z 2.1z 
.31 2.79 J.25 J.00 
32 4.06 4.06 4.oo 
33 J.14 3.08 2.59 
34 4.15 4.17 4.35 
35 3.06 2.81 2.70 
J6 J.82 J·~J 4.18 37 3.17 3. 1 j.24 
38 3.18 3.35 3.30 
39 3.73 3.63 3.94 
40 3.35 3.57 3.77 
41 3.30 J.33 3.47 
42 J.~l J.zs 4.oo 43 3. 5 3.92 3.77 
44 3.41 J.59 3.71 
45 3.27 3.52 3.35 I 46 2.97 3.23 J.18 47 3.67 3.38 2.72 
_J 48 3.16 3.47 3.44 
l 
' 
Table 19a 142 STRENGTH & wEAKNESS as related to , • 'I" 
•Nature of the Community• 1'1'1 '· ,
'I I 'I' 
:1 Item Rural Suburban Urban 
I 1 3.55 3.70 3.64 I 
t 
2 3.27 3.64 4.00 
3 J.49 3.59 3.86 
4 3.55 3.72 3.93 
~ 3.38 2.90 3.00 J.~2 2.tl 2.86 7 3. 7 3. 7 3.64 
8 3.19 3.44 3.21 
9 J.91 4.06 4.08 
l 10 3.91 4.02 3.93 11 J.67 3.86 J.79 12 J.16 J-~2 . J.a6 lJ 3.29 3.39 3. 3 
14 3.62 3.68 3.64 
15 4.oo 3.70 J.50 
16 4.13 3.88 J.64 
17 3.58 3.61 J.57 
18 J.~1 J.64 J.~o 19 J. 9 3.38 3.38 
20 3.82 4.02 4.08 
21 J.40 3.78 3.79 
22 J.40 2.98 2.92 
23 2.71 3.16 2.71 
24 ~: ¢¢ J.40 J.41 25 3.56 3. 6 
26 3.38 3.50 3.36 
27 J.40 J.69 3.77 
28 3.71 J.77 3.54 
29 3.29 3.71 3.69 
JO J.40 J.04 J.08 
Jl 2.56 3.12 3.43 
32 3.96 4.03 J.92 
33 3.27 3.32 2.85 
34 3.78 4.07 4.29 
35 3.60 3.35 ).OO 
J6 J·ZJ J.86 4.oz 37 3.31 J.4o J.50 
38 J.50 J.69 3.79 
39 3.62 3.86 4.29 
40 J.24 3.43 J.79 
41 J.22 3.45 3.77 
42 5·0~ a·J8 J.~o 43 .7 .oo J. 1 
44 3.29 3.61 3.69 
45 3.27 3.42 3.57 
46 2.89 3.54 3.33 
l 47 3.96 J.61 3.23 
.I 48 3.28 3.26 3.15 
r- Table 20.c.i. 143 
,l'J 
' STRENGTH & ~.t£AKNESS as rel~ted to # 
' 
,1111 •Median Fam11 Income" 
Under 5,000- 10,000- 15,000- 20,000 l Item 1~.000 12.~22 $lj:~~9 112.222 & Over l 3.50 3. 3 3.91 4.oo 2 3.00 3.38 3.82 3.55 3.80 
3 2.00 3.45 J.76 3.80 4.20 
4 4.oo 3.59 4.07 3.90 J.80 
5 3.00 3.17 3.11 3.00 2.60 6 J.~o 2.8~ J.02 2.82 2.ao 
7 3.00 J.J J.91 3.55 3. 0 
8 2.50 J.20 J.41 J.55 2.80 
9 3.50 J.93 4.12 4.10 4.00 
10 4.50 J.86 4.06 4.J6 J.60 
11 4.50 3.59 3.97 J.82 4.40 
12 2.00 J,.26 J•Zt J.4~ 2.40 13 J • .50 J.25 J.5 3.30 J.4o 
14 4.00 J.66 3.76 3.30 J.40 
15 4.oo J.81 J.65 4.20 J.60 
16 4.00 3.89 4.0J 3.91 3.60 
17 4.oo 3.60 3.71 3.18 J.40 
18 4.oo J. ~2 J.z6 J.18 J.60 
19 4.oo 3.10 J • .51 3.18 J.60 
20 4.oo J.86 4.21 3.82 J.80 
21 5.00 3.51 J.89 ).JO 4.oo 
22 5.00 J.20 J.11 2.70 3.00 
23 3.50 2.76 J.J2 2.70 2.60 
24 J.~o J.2~ J·Za J.JO J.40 25 J. 0 J.4 J.7 J.09 J.60 
26 J.50 ).25 3.71 3.70 J.20 
27 4.oo J.J8 ).89 J.64 J.80 
28 4.oo J.60 4.06 ).JO J.60 
29 4.00 ).60 3.82 3.50 3.40 
JO 4.oo J.2* J.00 ~.20 J.00 31 J.00 2.7 J.14 .90 J.60 
32 J.50 J.87 4.09 4.27 4.20 
JJ 3.50 J.19 J.J8 3.00 J.50 
J4 J.50 3.81 4.34 4.09 J.60 
35 4.oo 3.55 3.14 2.90 3.25 
J6 4.oo J.62 4-.oo 4.oo 4.20 
37 4.oo J.30 3.57 3.18 3.20 
JS 3.50 3.52 J.91 3.27 J.80 
39 3.00 3.73 4.0J J.75 4.oo 
40 3.00 J.26 3.51 3.64 4.20 
41 3.00 3.31 J.54 J .. 20 4.00 
42 4.oo J.1z J.60 2.21 2.80 
43 4.oo 3.61 J.94 3.73 J.40 
44 4.oo J.)6 3.71 3.50 ).60 
45 3.00 3.31 3.44 3.50 J.80 
46 3.00 3.09 3.60 J.20 3.20 
~~ 47 3.50 3.69 J.69 3.80 J.80 
I 48 3.50 J.35 3.35 J.44 3.40 
Item 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
f j 
14 
15 . 
16 
17 
18 
19 
20 
21 
22 
23 
24 
25 
26 
27 
28 
29 
)0 
31 
32 
33 
34 
35 )6 
37 
JB 
39 
40 
41 
42 
43 
44 
45 
46 
47 
48 
Table 2la 
STRENGTH & ~&AK.NESS as related to 
"District Organization" 
Elementary 
3.84 
3.55 
3.46 
3.78 
2.93 2.to 
J. 1 
3.12 
4.00 
3.91 
3.94 
3.28 
3.33 
3.73 
3.67 
J.82 
3.74 
~.61 
.46 
4.06 
J.70 
3.06 
2.97 
3.2~ 
2.9 
4.09 
3.30 
4.0J 
J.39 
J.84 
3.61 
J.42 
J.32 
3.71 
J.52 
Secondary 
3.49 
3.39 
3.57 
3.58 
3.12 
3.03 
J.17 
3.46 
J.83 
J.89 
J.44 
J.50 
3.17 
3.80 
3.53 
3.06 
2.89 3.2a 3.5 
3.27 
J.51 
3.69 
J.65 
J.60 
J.03 
3.96 
3.25 
3.80 
J.Jl 
J.Ba 
3.71 
J.53 
3.32 
J.26 
J.57 
2.86 
Unit 
3.56 
3.63 
J.63 
J.8J 
3.29 
3.2~ 
J.50 
J.74 
3.90 
4.14 
3.62 
3.65 
3.19 4.oo 
J.72 
J.27 
2.85 J.6¢ J.4 
3.54 
3.63 
3.79 
3.68 
3.05 
3.03 
J.88 
3.19 
4.12 
J.46 
3.73 
3.79 
J.56 
J.)4 
J.24 
3.59 
J.84, 
3.75 
J.40 
3.39 
J.19 
J.86 
3.49 
144 l 
I 
Combined 
4.oo 
3.80 
3.60 
4.40 
2.60 
2.80 
3.80 
J.00 
3.50 
3.80 
3.80 
J.40 
J.60 
3.80 
3.40 
J.60 
J.40 
3.60 
3.40 
J.80 
3.40 
3.00 
J.60 
J.40 
3.20 
3.60 
3.20 
3.00 
J.40 
~-00 
.20 
4.40 
J.40 
3.80 
3.00 
J.80 
3.60 
J.60 
J.80 
2.60 
J.40 
2.60 
J.60 
J.40 
3.40 
3.60 
3.20 
3.00 
I 
I 
I 
I 
11
11 
Table 22a 11'1 145 11 STRENGTH & WEAKNESS as related to ,,11 ii 
".Enrollment• '11111 
4,000-
'!\ 
Under 500- 1,000- 2,000- 8,000- I 
Item joo 22j l,:~4 33:~~ z.2*2 & Over 1 :33 3. 9 J. 0 3.77 
2 3.38 3.06 3.62 3.47 3.76 J.8) 
3 3.40 3.39 3.68 3.40 3.67 3.83 
4 3.40 3.89 3.77 3.80 3.67 4.oo 
5 3.19 3.22 3.10 3.43 3.90 2.94 6 J.2,2 J.24 .J.10 .2·22 2.z.J 2.24 
7 3.13 3.44 J.45 3.73 3.57 3.71 
8 2.81 3.11 3.32 3.60 3.52 3.30 
9 3.88 J.8) 4.09 J.86 4.2) 3.94 
10 J.94 J.72 4.oo 4.oo 4.12 3.89 
11 3.56 3.72 3.68 3.80 3.88 4.oo 
12 ~.oo 2.~4 
.2·a.2 J.8z ,~44 .J.4t 13 . .94 3. 8 3. 1 3.27 .46 3.7 14 3.81 J.50 J.77 3.27 3.58 3.94 
15 4.13 4.oo 3.73 3.67 3.67 J.59 
16 4.oo 4.17 3.85 4.07 3.76 4.oo 
17 J.50 J.72 3.68 J.7) 3.38 3.71 
18 J.62 J.61 ;2.41 
.2. ~.2 j·~4 ~:11 19 J.Oo ).66 3.23 3. 7 . 4 
20 J.6) 3.94 4.14 3.87 3.85 4.31 
21 3.07 3.71 3.67 J.86 3.76 3.6) 
22 3.40 3.33 J.43 2.80 2.79 J.18 
23 2.75 2.76 2.91 2.87 J.12 2.94 
24 ~:lJ J.06 ~-lt ~.80 .2·¢4 j·6.2 25 .69 3.37 .4 .73 3. 4 - .47 
26 ).25 3.12 3.27 3.60 3.78 3.53 
27 3.25 3.44 3.73 3.73 3.50 3.83 
28 J.Jl 4.06 4.05 3.73 ).)6 3.8) 
29 3.56 3.72 3.55 ).67 3. 52 4.oo 
JO ~:i~ ~:a? .J.2~ J.21 2.~6 J.oz 31 2.8 2.80 ). 4 3~47 )2 4.13 3.78 3.95 J.87 J.92 4.24 
33 3.13 3.61 3.13 3.13 3.13 3.24 
34 J.,6 J.78 4.oo 4.oo 4.00 4.47 
35 ). 4 3.83 3.50 3.08 3.17 3.18 
J6 j·6j j·8* .J.21 ,.6, J.8,2 4.oo 37 .1 .5 3 .. 32 .4 3.31 3.47 
38 J.40 J.,6 3.59 J.57 4.12 3.89 
39 4.oo 3. 4 J.9, ).53 3.77 4.18 40 J.20 J.JJ 3.6 ).1) 3.38 3.59 
41 3.38 J.22 J.)6 3.33 3.43 3.59 
42 2.a6 ,2.22 .2 • .22 s:a~ J.12 ~.4z 43 J. 3 3.67 J.77 J.81 .oo 
44 3.27 3.56 3.45 J.53 3.50 J.65 
45 3.07 J.6) 3.29 3.21 3.38 J.81 
46 3.00 2.94 3.19 J.40 3.42 3.50 
47 ).56 4.11 3.95 J.71 ).46 J.53 
48 3.63 ).50 3.15 3.33 J.43 3.19 
I 111 
Table 23a 146 
STRENGTH & WEAKNESS as related to 
"General Comm.unity Educational Posture" 
Item Verz Conserv. Conserv. Balanced Prosressive 
1 4.13 3.54 3.69 3.38 
2 4.13 3.42 3.48 4.00 
3 4.13 3.48 3.61 3.75 
4 4.13 3.76 3.59 4.13 
5 3.14 3.23 .2.91 3.00 6 a-14 ;2.16 2.21 2.8~ 7 .29 3.46 3.36 3.8 
8 3.88 3.27 J.40 2.87 
9 4.4) 4.02 3.83 4.25 
10 4.75 J.86 3.92 4 .• 25 
11 4.1) 3.72 3.74 4.oo 
12 4.~o J.JO J.12 4.lJ 
13 J.38 J.)2 J.23 4.1) 
14 3.75 3.51 3.74 4.38 
15 3.88 3.79 3.82 3.50 16 . 4.oo 3.95 3.80 4.50 
17 4.25 J.45 J.57 4.13 
18 J.4J J.~4 J.~4 4.1~ 19 3.71 3. 1 ). 9 3.2 
20 4.oo 3.88 3.97 4.43 
21 4.25 3.46 3.73 4.oo 
22 3.16 J.22 2.91 3.29 
23 2.87 3.17 3.00 J.50 
24 4.14 
s:aa s:a~ a-2~ 25 3.86 .oo 
26 3.67 3.36 3.50 J.6) 
27 4.oo 3.51 3.54 4.00 
28 4.33 3.64 J.80 3.50 
29 3.43 3.76 3.62 4.38 . JO J.2~ ~-2¢ 2.2~ J.J8 3l J.2 .8 2.9 3.50 
32 4.29 3.96 3.62 4.25 
33 J.25 J.20 J.29 3.38 
34 4.25 3.97 3.92 4.13 
35 3.00 3.67 3.17 2.87 
J6 4.4~ J.zs j·BJ a-88 37 j.j .3.33 .29 .13 
J8 3.88 3.60 3.57 3.88 
39 4.63 J.69 3.86 4.oo 
40 3.88 ).JO J.47 3.50 
41 J.71 3.35 3.32 3.75 
42 j:~a ~:~~ ~-40 a:ij 43 .71 
44 4.oo 3.40 3.80 3.75 
45 3.88 3.35 J.31 3.38 
46 3.71 3.15 3.30 3.63 
47 3.57 3.78 3.65 3.38 
48 2.57 3.39 J.48 3.38 
II 
I r Table 24a 147 .f 
I ~ STRENGTH & #~KNESS as related to 
' •percentage of Negro Population 1n Schools• I Item O~-~I b~-20~ 21!:1*j 26~-30~ 1 ).6 .73 J.00 
2 3.60 4.00 4.50 J.00 
3 3.47 3.60 3.83 J.00 
4 3.73 3.93 4.oo J.50 
5 J.10 3.21 3.25 J.00 6 .J.08 .J.00 J.20 2.,20 
7 3.53 J.20 3.83 ).00 
8 3.33 3.20 3.67 J.00 
9 4.02 4.14 3.60 3.00 
10 3.96 4;00 4.16 3.50 
11 J.75 J.87 ).8) 4.oo 
12 2·.J2 2.40 4.oo 4.oo 
13 3.33 J.bo 3.16 3.50 
14 3.71 3.53 3.33 J.OO 
15 3.82 3.60 4.oo 3.50 16. 4.02 3.60 3.83 3.50 
17 3.58 J'. 73 3.50 3.00 
18 j·~8 2.60 ~·aa 2·.20 19 • 2 J.47 • 0 3.50 
20 3.96 4.oo J.83 J.50 
21 3.66 3.79 3.33 J.00 
22 3.16 3.00 J.00 3.00 
23 3.02 2.60 2.67 3.00 
24 j·~8 J.4z J.6z j·~o 23 • 2 3.53 3.20 . 0 
26 3.43 3.47 J.40 3.50 
27 3.56 3.80 3.50 3.50 
28 3.75 3.67 3.40 3.50 
29 3.66 J.73 3.40 3.50 
.JO ~.18 2.22 2•00 J.,20 31 .86 J.20 3.50 3.50 
32 3.97 4.oo 4.40 3.50 
33 ).33 2.80 3.00 3.50 
34 3.94 4.07 4.50 4.oo 
35 3.45 3.29 3.20 J.50 
J6 ,.84 
37 .36 .2·~2 3. 7 5:~j ~.oo .so 
38 3.59 J.87 3.50 4.oo 
39 3. 72 4.13 4.50 4.oo 
40 3.34 3.53 J.83 4.oo 
41 3.36 J.7) J.OO 3.50 
42 j·2~ j:~~ 2.84 ~.oo 43 .8 3.50 .oo 
44 3.48 J.5) ).50 4.oo 
4.5 3.36 3.20 4.16 3.50 
46 3.25 3.33 3.25 3.50 
47 3.75 J.57 3.20 3.50 
48 J.43 2.87 3.60 3.00 
I 
r 
.. 
19 J.00 3.50 3. 7 3.3 
20 4.JJ 3.50 4.03 J.91 J.94 
21 3.67 J.50 J.81 J.56 J.56 
22 2.50 3.00 2.97 3.09 3.41 
23 2.33 3.00 2.93 3.02 2.86 
24 3.33 3.75 J.34 J.6, j·o5 25 3.00 3.75 3.30 3.6 .5 
26 2.50 J.50 J.50 3.51 J.J2 
27 3.33 3.75 3.73 J.69 J.32 
28 3.00 J.50 3.83 3.52 J.97 
29 3.00 4.oo 3.67 3.65 3.67 
30 3.00 3.50 J.11 J.l& J.2* 
43 J.00 3.25 J.80 J.77 3.71 I 
44 J.50 3.25 3.55 J.60 J.3J 
45 3.33 2.33 J.40 3.35 . 3.52 J 
46 J.50 3.00 J.41 J.40 2.97 
l 47 2.50 4.oo J.70 J.48 4.o6 48 2.00 J.25 J.Jl J.29 J.63 .._.~--------~------------------------------------~ I 
r Table 26a 149. ' STRENGTH & w.EAKNESS as related to 
•prevalence of Adult Pressure Groups" 
Item Verl. Much Much Medium Little Almost None 
1 J.56 3.77 3.77 J.~o 3.59 2 J.50 J.77 3.59 J. 1 J.59 
3 3.00 J.85 3.74 ).44 3.47 
4 4.00 4.oo J.81 J.67 J.7J 
5 3.00 J.2.5 2.97 3.19 3.13 6 2.,20 J.JJ 2.86 J.l~ J.20 7 J.00 3.50 3.71 J.J J.47 
8 J.00 J.J8 3.28 J.59 2.76 
9 3.00 4.42 4.14 3.86 3.89 
10 4.00 4.15 3.93 3.88 3.89 
11 4.50 3.85 3.89 3.69 3.59 
12 4.,20 J.6* J.48 J.~o J.00 13 J.50 J.4 J • .55 3. 2 J.18 
14 3.00 J.62 J.79 3.64 J.47 
15 . J • .50 3.85 3.74 J.89 J.65 
16 3.50 J.62 J.95 4.02 4.oo 
17 3.50 3.46 J.61 J.61 3.59 
18 4.oo J·~o J.41 J.64 J.zz 
19 3.50 J.38 J.J6 3.25 J.00 
20 J.50 3.77 4.05 3.91 4.oo 
21. J.OO J.92 J.57 ).76 3.38 22 - 3.00 J.08 3.03 3.20 3.25 
23 J.OO 2.54 2.87 3.07 J.00 
24 2·.20 J.46 J·.2a J.4.2 2.24 25 3.50 3.46 3.5 J.49 j.53 
26 3.50 3.33 3.50 3. 52 3.12 
27 3.50 3.69 3.70 3.55 3.35 28 3.50 3.85 J.66 3.73 3.77 
29 3.50 J.69 J.65 3.73 3.47 
JO J.~o ~-00 J.1~ J.2J J.24 31 J. 0 .62 3.2 2.89 2.50 
32 3.50 4.15 4.15 3.82 3.94 
33 J.50 2.85 3.32 J.40 2.94 
J4 4.oo 4.00 4.10 3.91 J.83 
35 3.50 3.08 J.18 3.63 3.65 
:26 ,.oo 4.08 5:~a J.68 J.24 37 .50 j.2J J.31 3.18 
38 4.oo 3.58 3.90 3.39 3.65 
39 4.oo 4.oo 4.15 3.56 3.59 
40 4.oo 3.38 J.46 3.30 3.59 
41 J.50 J.46 3.46 J.31 3.41 
42 ~.oo J.62 J.1,2 J.4,2 2.88 
43 .oo J.50 3.70 3.80 3.71 
44 4.oo J.58 3.59 J.4J J.31 
45 J.50 J.17 3.62 3.21 J.44 
46 3.50 J.17 J.49 3.22 2.94 
47 3.50 J.67 J.66 J.69 J.89 
48 J.00 2.92 J.41 3.39 3.63 
• 
r 
r 
I Table 27a 150 I 
I STRENGTH & wEAKNESS as related to 1 •population St3b111ty" 
Item Little Movement Avera5e Movement Much Movement 
1 j.64 J.55 3.94 
2 3.26 J.61 3.83 
J 3.52 3.59 J.75 
4 J.67 3.81 3.80 
5 J.25 J.06 3.00 6 J.06 J.10 2.2z 
7 3.41 J.54 J.71 
8 J.23 3.33 3.47 
9 3.84 4.06 4.06 
10 3.85 4.02 4.oo 
11 3.79 J.78 J.71 
12 ~.42 .J.22 .J.8~ 13 .26 3.36 3.5 
14 3.50 J.83 3.35 
15 J.94 J.80 J.44 16 . 4.03 3.94 J.83 
17 J.59 3.64 J.41 
18 j:~~ J.61 j:a~ 19 3.35 
20 J.91 4.02 3.77 
21 3.35 3.71 3.63 
22 J.34 3.17 2.69 
23 2.91 2.97 2.82 
24 j.20 J.61 J.62 25 .27 J.63 3.53 
26 J.JJ 3.42 3.73 
27 3.50 3.57 3.83 
28 3.72 3.74 J.65 
29 J.58 J.72 3.56 JO ~-22 J.21 2.2a 31 .70 J.08 2.9 
32 3.97 4.03 3.83 
JJ 3.27 J.26 3.13 
34 J.91 4.02 4.00 
35 J.48 ).55 2.73 
j6 j.82 ~:41 4.12 7 .41 J.24 
38 J.Jl 3.75 3.78 
39 J.82 J.76 4.06 
40 J.47 3.38 3.35 
41 3.36 3.48 3.18 
42 J.O~ j.40 J.18 4j 3.7 .86 3.53 
44 3.44 3.51 3.53 L ~g 3.33 J.44 3.25 J.06 J.3J J.44 47 J.85 J.?J J.27 
48 3.28 J.48 2.94 
II 
r r-c- , ___ ........_.._,_ Table 28a j 5J 
~ Rank Order Correlation of 
Priority 3nd Urgency 
Item Pr1or1tz Rank ursencz Rank D nt: 
1 13 29 -16 256 
2 21 15 + 6 36 
3 19 27 - 8 64 
4 5 9 - 4 16 
5 47 47 0 0 
6 46 4~ + 1 l 
7 33 17 +16 256 
8 6 43 
-37 1,369 
9 18 10 + 8 64 
10 38 7 +31 961 
11 22 3 +19 361 
12 ~4 ~8 ~ 4 16 13 8 4 + 4 16 
14 14 13 + 1 1 
15 4 5 - 1 1 16 . 1 1 0 0 
17 9 14 - 5 25 
18 22 :22 -10 lOG 
19 27 32 
- 5 25 
20 2 6 
- 4 16 
21 24 22 + 2 Li. 
22 4.J 48 
- 5 >5 '-
23 42 40 + 2 4 
24 az 20 +1z 282 25 44 0 0 
26 32 25 + 7 49 
27 25 23 + 2 4 
28 8 16 
- 8 64 
29 30 26 + 4 16 
~o 48 46 + 2 4 1 45 37 + 8 64 
32 12 4 + 8 64 
33 31 41 -10 100 
34 3 2 + 1 1 
35 41 36 + 5 25 
~6 11 11 0 0 7 36 -29 841 ; 7 l I 38 20 34 -14 196 i 39 17 18 - 1 1 
40 16 21 
- 5 25 I 41 39 33 + 6 36 
42 i~ 12 +11 121 I 43 8 + 2 4 44 36 19 +17 289 I 45 35 28 + 7 49 
46 40 35 + 5 25 I 
47 15 30 -15 225 
48 26 31 
- 5 25 
ii 
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